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e purpose of the present research was to develop behavior-based rating scales
for evaluating enlisted Army recruiter performance. To accomplish this, rating
scales developed previously for Navy recruiters were revised with the help of
experienced Army recruiters. Retranslations of Army recruiter performance
examples into the Navy recruiter dimensions and the final revised behavioral
anchors into the same dimensions suggested that (1) the Navy's eight-dimension )
description of recruiter performance requirements is appropriate for Army use
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and (2) the findl Army recruiter acales with revised definitions and anchors
provide a relatively unambiguous depiction of the various performance areas for
this job, as well as the effectiveness levels within each area.

A second purpose here was to initiate evaluation of the experimental Recruiter
Selection Battery (RSB-X) for use in identifying persons with high potential
for Army recruiting. Toward this end, the RSB-X was administered to 417
trainees in the Army recruiter school. Responses to the RSB-X were scored on
four keys developed previously to predict performance in Navy recraiting, and
- these scores for the Army sample were compared to scores on the same keys

| obtained by Navy recruiters in a 1977 sample (N = 194), Total scores across
all four keys were very similar for the Army and Navy samples. However, on
three of the four keys, Army mean scores were significantly different from Navy
actox analyses of correlations between keyed items for both the Army
samples revealed factors that were readily jinterpretable and were
similar atross the two samples., These factors potentially indicate underlying
personalit}® constructs importent for success in military recruiting.

The Army recryiter rating scales should be used in future personnel research
when perfo:mante scores for individual recruiters were required. They might
also be used for recruiter assessment to target professional development and
growth interventions. Finally, after additionil rosearch, the RSB-X could be

{ employed to help ijentify Army enlisted percunnel likely to perform effectively
as recruiters,
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- FOREWORD

The Army Research Institute (ARI) is currently conducting research designed
to enhance the quality of the Army's recruiting force. Ome vehicle for main-
taining an effective recruiting force is selection of individuals who possess
the skills, abilities, and personal characteristics requisite to successful
recruiter performance.

| ARI's work on recruiter selection is an essential part of the mission of

the Manpower and Personnel Policy Research Group, Manpower and Personnel Research
Laboratory, to conduct research to improve the Army‘'s capability to effectively ,
and efficiently recruit its personnel. Work was undertaken to enhance the effec-
tiveness of recruiter sales training through improved selection for training

in accordance with the Meworandum of Understanding Between the U.S. Army Research
Inctitute and the U.S. Army Recruiting Command, signed 17 Oct 84 and 1 Oct 84,
subject: ARI/USAREC Research and Development Program. Results of this effort
were briefed to the Chief of the Recruiter Training Division, Recruiting Opera-
tions Directorate, USAREC, cn 15 October 1986.

This report summarizes research on military recruiter selection and
performance measurement and provides guidance on the predictors likely to be
useful for military recruiter selection.

e flwer

EDGAR M. JOHNSCN
Technical director

o N O e R RO D IR XA A



DEVELOPMENT OF BEHAVIOR-BASED RATING SCALES AND ANALYSIS OF
RECRUITER SELECTION BATTERY DATA FOR THE ARMY RECRUITER J0B

EXECUTIVE SUMMARY

Requirement:

One approach to maintaining an effective recruiting force is to select
individuals possessing the personal characteristics important for success in
recruiting. This in turn requires performance criteria to provide accurate
appraisals of recruiter effectiveness. Accordingly, the purposes of the present
research were (1) to develop behavior-based rating scales for evaluating enlisted
Army recruiter performance, and (2; to initiate evaluation of the experimental
Recruiter Selection Battery (RSB-X) for use in identifying persvis with high
potential for Army recruiting.

Procedure:

In the scale develonment effort, behavior-based rating scales constructed
previously for the Navy recruiter job served as a starting point. These scales
were revised for Army use in workshops with experienced Army recruiters.
Specifically, performance examples of recruiter behavior were generatad by
recruiters not aware of the dimension structure of the Navy scales to check for
possible deficiencies of these dimensions for describing present requirements
for Army recruiter performance. Also, recruiters attempted to retranslate
these examples into the Navy dimensions to check furthur on the adequacy of
these dimensions for the current Army recruiter job. And finally, another
recruiter group helped revise the Navy definitions and behavioral anchors to
be fully appropriate for describing Army recruiter performance, and recruiters
provided a final check on these revisions in a retranslation of the reviced
behavioral anchors.

Regarding the RSB-X, the personaiity and background sections of this
instrument were administered to 417 Army NCOs attending the recruiter school.
Initial analyses of the responses included scoring individuals on keys developed
in previous research with these same items in the Navy and Marine Corps, and
then comparing the distributions of these scores with the distributions of
scores on these same keys obtained in a Navy sample. In addition, for each of
four scoring keys, item responses to the keyed items were intercorrelated and
factor analyzed for the Army sample, and these factors were compared to factors
obtained in the Navy sample using the same items.

vii
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" Findings:

The eight performance dimensions derived in previous Navy recruiter research
appeared adequate for describing present performance requirements for Army
recruiters. The performance examples generated here were easily retranslated
into the eight Navy dimensions, with no significant additional performance
areas revealed in the Army examples. However, considerable revision of the

- Navy scale definitions and behavioral anchors was required to make them

appropriate for evaluating Army recruiter performance. The final retranslation
of revised anchors suggested that the scales provide a relatively unambiguous
depiction of the various performance areas in this job, as well as the
effectiveness levels within each area.

Total scores across all four keys were very similar for the Army and Navy
samples. However, on three of the four keys, Army mean scores were significantly
different from Navy means. Factor analyses with the Army data yielded readily
interpretable personality factors, potentially indicating personality constructs
important for success in Army recruiting. Further, comparisons between these
Army factors and factors obtained in the Navy recruiter sample (based on the
same items) showed considerable similarities.

Utilization of Findings:

1. The Army recruiter rating scales can be used in future personnel
research when criterion performance scores for individual recruiters are
required. Supervisor (and peer, if possible) ratings of performance should
provide reasonably accurate multidimensional c¢epictions of Army recruiter
performance.

2. The rating scales can also be used for recruiter assessment to target
professional development and growth interventions.

3. The RSB-X might be employed in the future to help select Army recruiters.
After a validation study, the Navy keys or newly developed keys for this
predictor battery could serve to identify Army enlisted personnel likely to
perform effectively on recruiting duty.

viii
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DEVELOPMENT OF BEHAVIOR-BASED RATING SCALES AND ANALYSIS OF
ECRUITER SELECTION ASSIGNMENT BATTERY DATA FUR THE ARNY RECRUITER J0B

Introduction

The U.S. Army Research Institute for the Behavioral and Social
Sciences (ARI) has undertaken a research effort targeted toward improving
Army recruiter selection and assignment. This objective requires develop-
ment of criterion measures that may be used to assess the validity of
predictors, along with an examination of existing predictor measures to
evaluate their potential for effectiveness in selecting recruiters.

In support of these research directions, two major purposes of this

groJect were: (1) to provide ARI with behavior-based rating scales that can
e used to generate criterion performance scores in future recruiter
selection research; and (2) to initiate evaluation of the experimental
Recruiter Selection Battery (RSB-X), a predictor measure employed
successfully in past validation research to identify effective Navy
recruiters, for possible use in predicting Army recruiter performance.
Also, within the present project, we produced two literature reviews, one
on the prediction of sales performance in civilian organizations (Kanfer &
Borman, 1986), and the other reviewino work on the prediction of military
recruiter performance (Russell & Borman, 1986). And finally, we conducted
a half-day workshop for ARI and recruiting command (USAREC) personnel on
administering performance rating scales for-research-only and conducting
performance appraisals for purposes of feedback and counseling. This

report discusses only the rating scale development effort and the analyses
of predictor data.




Development of Behavior-Based Rating Scales

Over the years, we have been involved in a number of studies requiring
development and utilization of military recruiter performance rating scales
(e.g., Borman, Houg!i, & Cunnette, 1976; Borman, Tcquam, & Rosse, 1978;
Borman, Rosse, & Rose, 1983). These research efforts have resulited in
behavior-based rating scales for Navy enlisted, Navy officer, and Marine
Corps enlisted recruiters. Each of these sets of scales contain eight
rating dimensions:

Locating and Contacting Qualified Prospects

Gaining and Maintaining Rapport

g?taining Information from Prospects and Making Good Person-Navy
ts

Selling Skills

Establishing and Maintaining Good Relationships in the Community

Providing Knowledgable and Accurate Information About the Navy 1

Administrative Skills ~

Supporting Other Recruiters and the Command

oNOTO s W N =

The first four categories refer to the selling sequence, and the last
four dimensions pertain to other areas important for effective recruiter
performance. Within each performance category, statements summarizing the
behaviors that ejemplify extremely effective, effective, marginal, and
ineffective performance anchor effectiveness levels on the scales. The
Navy enlisted recruiter version of these scales appears in Appendix A, and
an example scale for one category is provided in Figure l.

The idea within the present research effort was to use the Navy scales
as a starting point in developing performance rating scales to assess Army
recruiter effectiveness. Our approach, then, in the current study was
intended to yield comprehensive, relevant, and accurate behavior-based
rating scales for Army recruiters by integrating current Army recruiter
performance intormation with previous Navy recruiter scale deveiopment
results.

In effect, this strategy was two-pronged. First, independent of past
research results, we employed the critical incident, or behavior analysis,
methodology (Smith & Kendall, 1963) to gather behavioral examples
reflecting the content of the Army recruiter performance requirements.
E..amples of effective, ineffective and mid-range performance were collected
from Army recruiters to explore the possibility that replacement and/or
additiona? dimensicns might be needed for the Army scales. Second, we
conducted rating scale refinement workshops and collected retranslation
data on the parformance examples gathered in the above workshop, again, to
assess the appropriateness of the existing Navy recruiter dimensions for
evaluating peiformance of Army recruiters, and also to identify where
revisions to the behavioral definitions of existing Navy dimensions might
be necessary. Data obtained in these two sessions were then integrated,
and a final set of Army recruiter performance rating scales was prepared.
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Collecting Army Recruiter Performance Examples

We conducted two workshops concurrently to collect recruiter perfor-
mance examples. Forty recruiters attending the station commander course at
Fort Benjamin Harrison p-rticipated, and demographic data for the group
appear in Table 1. The recruiters were given a brief introduction to the
project and to behavior-based rating scales (workshop materiais appear in
Appendix B). They were then instructed to write examples of effective,
ineffective, and mid-vange recruiter performance (without any guidance on
recruiter performance categories identified in prior research). In total,
over 200 performance examples were collected. After we edited the examples
and removed redundancies, 180 incidents remained.

The rationale fo: collecting performance examples separately from
discussion of previously developed rating scales was to avoid influencing
recruiters’ responses with a preconceived dimension scheme. We wanted to
ensure that any aspects of the Army recruiter job that are different from
the Navy recruiter job and/or unique because of the points in time
addressed by the two scale development efforts (1976 versus 1986) would
emerge in the critical incidents. We, therefore, analyzed the content of
each performance example carefully and tried sorting the incidents into the
Navy performance categories. This sorting exercise revealed no new perfor-
mance categories.

Another test of the adequacy of the Navy dimension structure was to
ask recruiters to categorize the performance examples into the eight
| dimension scheme. We, therefore, conducted a retranslation workshop in
| which we asked 23 recruiters also from the station commander course to
categorize the examples (and to rate each example’s level of effective-
ness). Workshop participants reported that the Navy dimension system
seemed adequate for reflecting the content of all of the performance
examples in the retranslation task. As is typically done in retranslation,
; the mean and standard deviation of the effectiveness rating was computed
for each example, along with the percentage of recruiters categorizing each
example into each dimension. These data, along with the instructions for
the workshop, appear in Appendix C, and Table 2 summarizes the demographics
of recruiters who provided these data. The categorizing of examples and
the effectiveness level ratings for each example facilitated subsequent
revisions of the category definitions and behavioral anchors.

Refining Recruiter Rating Scales Developed in Past Research

To begin the process of refining existing rating scales, we conducted
an interview with two Minneapolis-based Army recruiters. The recruiters
pointed out terminology differences between the Army and Navy, and we
edited the rating scales in accordance with their comments. We then
continued this process in two workshops with a total of 40 recruiters in a
half-day session. (These recruiters had written critical incidents in the
morning session; the demographics provided in Table 1, therefore, also 1
describe recruiters reviewing rating scales.) Each rating scale review !
workshop was a group discussion. We first provided an overview of the ?
dimension structure and then examined each performance dimension one-by-
one, in detail. The major change in the rating scales involved the Navy
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Table 1

Demographics of Recruiters Providing Critical Incidents

Pay Grade Number
ES 2
E6 28
E7 10
. - Total 40
Time as
Lime in Army Number Recruiter on Production Number
Less than 7 years 0 Less than 1 year 1
7 to less than 9 years 6 1 to less than 2 years 23
9 to less than 11 years 19 2 to less than 3 years 10
1i to less than 13 years 9 3 to less than 4 years 4
13 te less than 15 years 3 4 to less than 5 years 1
15 years or more 3 5 years or more 1
Total 40 Total 40
Sex Number Race Number
Male 38 White or Causasian 26
Female 2 Black/Afro-American 10
Total 40 Hispanic 2
Native American 2
Total 40
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Table 2

Demographics of Critical Incident Retranslation Sample

”231 .
E6
E7

E8
Total

Time in Army

Less than 8 years

8 to less than 10 years
10 to less than 12 years
12 to less than 14 years
14 to less than 16 years
16 years or more

Total

sex Number
Male 22
Female 1
Total 23

Number

0

2

7

5

5
4

23

Number

9
13

23

Time as

Recruiter on Production  Number

Less than 1 year 2
1 to less than 2 years 6
2 to less than 3 years 4
3 to lese than 4 years 4
4 to less than 5 years 0
5 years or more 7
Total 23

Race Number

White or Causasian 18
Black/Afro-American 3
Native American 1
Other 1
Total 23




category Obtaining Information from Prospects and Making Good Navy-Person
Fits which evolved into Obtaining Information from Prospects and Deter-
mining Their Needs and Interests. This and other recommended changes were
then incorporated into the rating scales.

To test the extent to which the revised behavioral anchors in the

... rating categories accurately reflect Army recruiter performance at specific

effectiveness levels, we developed a modified retranslation procedure.

Each of the 96 summary statements (i.e., three at each of four effective-
ness levels in each of eight performance categories--see Figure 1) was
placed on a 2x3 index card and was randomly assigned a number. "Blank"
rating scales without summary statements w<ere prepared. Figure 2 provides
an example "blank" rating scale for Category A, Locating and Contacting
Qualified Prospects. We then conducted a workshop in which we asked
recruiters to build rating scales by sorting each of the 96 summary
statements into the eight performance categories and placing each statement
at the appropriate effectiveness level. Workshop instructions are provided
in Appendix D. Fourteen recruiters from the station commander course
participated in the workshop and their demographics appear in Table 3. For
each summary statement, we then computed the percentage of recruiters
placing it in each dimension and the percentage of recruiters placing it at
each effectiveness level. These data appear in Appendix E.

Integrating The Two Types of Retranslation Data Into Final Rating Scales

Recall that the objective of our two-pronged approach was to arrive at
content-valid, behavior-based Army recruiter rating scales by integrating
past research and new information about the Army recruiter job. More
specifically, our plan was to refine the wording of existing rating scales,
identify problems with the scales (through the summary statement retrans-
lation exercise), and use the new critical incidents to replace, reword, or
otherwise transform the summary statements identified as problematic. We,
therefore, examined at this point the summary statement retranslation data
to identify problems with tha ratiny scales. Analysis of these data
indicated that some problems did exist within the scales, and certain
changes were needed. We then identified critical incidents that were
categorized and rated reliably in the critical incident retranslation
procedure and used these incidents to make final refinements to the rating
scales. The completed version of the scaies includes eight recruiter
performance categories with 12 summary statements anchoring effectiveness
levels within each category. These rating scales appear in Appendix F.
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Example “"Blank" Rating Scale

Figure 2.




Table 3
Demographics of Summary Statement Retranslation Sample

Pay Grade Number
‘ E6 10
| E7 4
Total 14
| Time as
[ Iime in Army Number Recruiter on Production  Number
| Less than 7 years 0 Less than 1 year 3
7 to less than 9 years 2 1 to less than 2 years 7
9 to less than 11 years 8 2 to less than 3 years 3
11 to less than 13 years 2 3 to less than 4 years 0
13 to less than 15 years 2 4 to less than 5 years 0
15 years or more —3 5 years or more 1
Total 14 Total 14
Sex Number Race Number
Male 14 White or Causasian 7
Female _0 Black/Afrc-American 5
Total 14 Hispanic |
Other 1
Total 14




Analycis of Recruiter Selection Battery (RSB-X) Predictcr Data

The Special Assignment Battery (SAB) was developed in a series of
studies with the Navy Personnel Research and Development Center (NPRDC)
and the Navy Recruiting Command. Personality, vocational interest, and
gersona1 background items were selected or written based on a behavior-

ased job analysis of the Navy recruiter job. The validity of scale
composites of these items was evaluated in two studies (Borman, Rosse, &
Abrahams, 1980; Borman, Toquam, & Rosse, 1978). In Borman, Rosse, and
Abrahams (1980), fcur keys were develoged to predict, respectively, the
four performance criterion areas: selling, human relations, organizing
skills and overall performance.

Also in this work, personality and vocational interest items were
correlated with performance on each of the four criteria, and those items
found to be valid against a criterion (above a certain validity coefficient
cutoff) were placed in an item pool for that criterion. Thus, eight such
item pools were formed, a personality and a vocational interest item pool
for each criterion (items could and often did appear in more than one
pool). At this poirt, the valid items in each pool were factor analyzed,
and the resulting factors interpreted as underlying valid constructs that
describe the personzlity and vocational interest factors important for
effectiveness as a Navy recruiter.

In the present project, the Army’s version of the SAB (the RSB-X)
containing personality and background items from the SAB, was administered
to 417 students in the Army recruiter course at Fort Benjamin Harrison.
These students had either volunteered for or were selected for recruiting
duty and were undergoing training to enter the Army’s recruiting force.
They were administered the RSB-X on a for-research-only basis, with
instructions assuring them that their responses would not be used for any
administrative action.

This section of the report describes analyses of the RSB-X responses
and certain comparisons between these responses and those of the Navy
recruiters tested in our previous work. In particular, for the items in
common between the Army and Navy versions of this instrument, the four
personality keys developed in the Navy studies were used to score responses
of persons in botli samples. Means and standard deviations were then
computed and compared for the two groups.

Also, responses to the keyed items for each key in each sample were
intercorrelated and factor analyzed. For each of these analyses, a
principal factors analysis and varimax rotation was conducted. The most
interpretable factor solutions were in each case selected, with attention
also paid to the magnitude of eigenvalues and to where these values dropped
off significantly. These factor solutions for the Army and Navy samples
were then compared.
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Results for the keys’ means and standard deviations are presentad in
Table 4. For one of the keys, overall performance, the means are very
similar for the two groups. Two other keys yiwld significantly higher
means for the Army cample (human relations and organizing), and a fourth
key, selling, has a significantly higher mean for the Navy recruiter group.
Thus, the total across the three individual dimension scores and scores on
the overall performance key are very similar for the two groups, but the
patterns of means is different for these samples. The intention is to
follow up on members of the Army sample to assess their performance in some
manner, and then to evaluate the piredictive vaiidity of thase Navy keys or
other keys that might be developed in this future research effort.

Results of the iuctor analyses appear in Table 5. Although some
consideration was given to keeping the same number of factirs for the Army
and Navy data on individual keys for easier one-to-one com?arisons, this
proved to be unnecessary. In every case, a four-factor solution best met
the interpretability criterion mentioned previously.

Regarding results, first the factors for both the Army and Navy data
were in fact quite interpretable. In a couple of cases a dual theme ran
through a factor, but generally, a clear, unified picture of each factor’s
meaning was evident. Second, findings across the two samples were
reasonably similar. Although somewhat subjective, we would submit that
extremely close matches, with all aspects of the factor pairs the same or
very similar, occurred in three comparisons; quite close matches (with
almost all components verv similar) were evident in eight comparisons; and
in the five remaining matches, some elements of the factor pair were the
same or very similar.

No firm conclusions can be drawn from Army-Navy comparisons of these
resuits. There are three substantive differences between the two groups.
First, settings in which testing took place were quite different for the
two groups. The Army personnel were not yet recruiters, although they had
been selected for recruiting duty, whereas the Navy recruiters had at least
six months as recruiters. A second difference is the time of testing; the
Navy recruiters were tested in 1977, nine ycars before the Army group. And
finally, there is of course the Army-Mavy distinction. Thus, one or more of
these differerces couid lead tc observed differences in scores across the
two groups. However, as was noted, overall, the means and standard
deviations for the keys and the factor analysis findings showed consi-
derable similarities for the two samples.

11
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Table 4

Means and Standard Deviations of Keyed Responses
for Army and Navy Samples

t diff. and

Army Navy Significance
M and SO M and SD of

Key = | N =194)  Difference
Selling Skills 19.69 25.07 7.50
, 9.26 9.23. .001
Human Relations Skills 19.45 17.75 5.21
’ 4.23 3.94 .001
| Organizing Skills 20.72 16.38 15.41
» 3.52 3.20 .001
i Overall Performance 3i.44 31.86 .50
5.81 9.63 ns.

12




Table §
Factor Analysis Results for the Army and Navy Samples

Selling Skills Key

|
Army Navy |
1. Being quiet, unaggressive, & "laid 1. Being unselfish, unaggressive, & "laid ‘
back"; H informal & easy to get along back"; pleasant, ggod natured, & easy
with, tc get along with.
2. Exhibition; enjoying being the center 2. Outgoing & open; liking to be the center
of attention; extroversion. of attention & showing off; leading &
influencing.
3. Conventional; successful, ambitious, 3. Thorough, conscientious, & perfectionistic.

& forward thinking.

4. Unhappy, discouraged, insecure, & 4. Excitable, emotional & “"free wheeling“.
disgruntled about 1ife; spontaneous pleasure seeking.
& impulsive.

Human Relations Skills Key

Army Navy
1. Unhappy, disgruntled, & neurotic.? 1. Methodical & closed.b
2. Enjoying being the center of atten- 2. People oriented; outgoing & open; liking
tion; lively, extroverted, & to be the center of attention.
spontaneous.
3. Daring & adventurous. 3. Spontaneous; craving excitement; daring
& volatile.

4. Ambitious; hard working; driving self. 4. Hard working; demanding of self.

13
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Table 5 (Continued)

_ Organizing Skills Key
Army Navy

Organized i planful; detai) oriented. 1. Order; well organized, neat, & detail
oriented; planful.
2. Dominant & forceful; taking charge. 2. Dominant & forceful; leading & influencing
others; hard working.
3. Thorough, steady, determined & 3. Thorough, steady, & stable; persevering.
persevering.
4. Unhappy, feeling us=less &bdisgruntled; 4. Exhibition; laking attention & excitement;
unsocialized & rebellious. unsocialized.
Overall Performance Key
Army Navy
1. Dominant & forceful; sociable; strong 1. Outgoing & open; leading & influencing;
personality. 1iking to be the center of attention &
' showing off.
2. Being quiet, unaggressive; & "Jaid 2. Being unselfish, unaggresive, & “laid
back"; easy to get along with. back"; pleasant,bpood natured, & easy to
_ get along with.
3. Order, methodical, thorough, & 3. Thorough, stable, & conscientious;
conventional, determined & methodical.
4, Spontaneous & impulsive; unhappy, 4. Excitable, spontaneous, & "free wheeling";
discouraged, & disgruntled about life.b pleasure seeking.

Note: Factors are ordered according to the most optimal match across the Army
and Navy analyses.

a Scores on factors similar to these correlated negatively with recruiter
performance in the previous Navy work.

b

Although no factors like this were identifed in the Navy study, we presume
that scores on these factors would correlate negatively with recruiter
performance.

14
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Conclusions

1. The Army recruiter rating scales can and should be used in future
personnel research anytime criterion performance scores for individual
recruiters are required. Peer and supervisor for-research-only ratings,
made after rater trlinin?, are recommended for providing reasonably
accurate multidimensional depictions of recruiter performance. The rater
training program developed in ARI’s Project A might be utilized in any such
effort %Pulakos and Borman, 1985).

2. The rating scales can also be used for recruiter assessment prior
to professional development and ?rowth interventions. For example,
supervisors or professional development personnel might obtai- self-
evaluations on the scales for those recruiters with relatively poor
production records, and then use these ratings as a lead-in to discussing
performance problems and ideas for improvement.

3. The RSB-X might be empioyed to help select Army recruiters.
Previous research in the Navy and Marine Corps suggests that certain keys
in this instrument show good validity against recruiter performance. These
keys or newly developed keys derived from future validation work could
serve to identify Army enlisted 1ikely to perform effectively on recruiting
duty. To minimize potential problems of faking on the RSB-X (either good
gr bad), it may be best to administer the battery routinely, perhaps early
second tour, to non-recruiter soldiers who might later be considered for
recruiting duty.
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APPENDIX A

Navy Recruiter Performance Rating Scales
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APPENDIX B

Critical Incident Workshop Materials
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RECRUITER EFFECTIVENESS WORKSHOP
26 July 1986

Sponsor: U.S. Army Research Institute
Alexandria, VA

Contractor: Personnel Decisions Research Institute
Minneapolis, MN
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9:15

: 9:30
| 10:30
10:45
11:45
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1:00
2:15
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3:15

9:15
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10:30
10:45
11:45
12:30
1:00
2:15
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4:30

Recruiter Effectiveness Workshop
26 July 1986

Agenda

Briefing on the Project

How to Write Performance Examples

Write Performance Examples

Break

Write Performance Examples

Lunch

Introduction to Recruiter Rating Scales
Review Recruiter Rating Scales

Break

Finish Reviewing Recruiter Rating Scales

Appraisal of Two Approaches to Presentation of
CAST Results

|
i
|
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Overview

The U.S. Army Research Institute is sponsoring a project targeted toward
daveloping state-of-the-art performance rating scales for the Army re-
cruiter job. Today we are goiiig to work together to design rating scales
that are referred to as behavior-based rating scales. Behavior-based
rating scales ar2 a type of rating form that offers the opportunity for
relatively objective assessments of performanca.

To develop these rating scales we will accomplish two major steps today.
First, we will ask you to provide actual examples of ineffective, effec-
tive, and average recruiter performance. (In a couple of weeks we will be
asking recruiters to rate the effectiveness level of your examples.)
Second, we will ask you to review and refine behavior-based rating scales
we developed for recruiters in other services.

Before introducing the behavior-based rating scale concept, let’s look at
some other kinds of rating forms. Examples la. and 1b. on the fcllowing
pages are called trait ratings because the ratings refer to personal
characteristics or traits of the ratees. These ratings are highly sub-
jective. For instance, on lb. each rater has his or her own definition of
what leadership is and what it means to be "good" vs. "poor" in leadership.
The rating form in example 2 is numerical bui, as with the trait rating
scales, the rater is not given any information as to what it means to
perform at a poor, average, or oxcellent level. When rating scales are not
wel1-d3fi?ed, raters will often disagree on the performance level of the
individual.

A behavior-based rating scale is provided in example 3. Notice that the
performance category is defined by the behaviors that lead to effective
performance. Likewise, ineffective, effective, and average performance is
defined in terms of specific behaviors rather than traits.
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ALTERNATIVE PERFORMANCE RATING SCALE FORMATS
la. Examples of trait ratings:

Excerpts from a U.S. Army document regarding performance appraisal

Lower Senaca Town

August 15, 1913
Sir:

I forward a 1ist of the officers of the 27th Regt. of Infty.
arranged aggreably to rank. Annexed thereto you will find all the
observations I deem necessary to make them.

Respectfully,
I am, Sir,
Yo. Cot. Servt.

Lewis Cass
Brig. Gen.

27th Infantry Regiment

Alex Denniston - Liet. Col.,
Comdg.

a good natured man.

Clarkson Crolins - First
Major

a good man, but no officer.

Captain Shotwell

a man of whom all unite in
speaking i11, a knave des-
pised by all.

" Allen Reynolds - an officer of capacity, but
imprudent and a man of most
violent passions.

First Lieut. Wm Perrin - low vulgar men, with excep-
" " Danl. Scott tion of Perrin, Irish and
" " Jas. I. Ryan from the meanest walks of
" " Robt. McElwrath life-possessing nothing of

the character of officers
or gentlemen.

" " Robt. P. Ross - willing enough-has much to f
; learn-with small capacity. :

2nd Lieut. Nicholas G. Carner

a good officer but drinks
and disgraces himself and
the services.

SOURCE: The First Recorded Efficiency Report in the Files of the
War Department, August 15, 1813.




1b. Another example of trait ratings:

Leadership
| X
Poor } Good
Aggressiveness
- 4 |
Low 7 High
Self-Confidence
" i
Low //}\ High
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2. Examples of numericalily anchored ratings:

b.

Quatity of Work:

Quality of Work
2 3 4

Judge the amount of scrap, consider general
care and accuracy of work.

poor, 1-6; average, 7-18; good, 19-25

=0

6 7 8 910111 12 13 14 15

16 17 18 19 20

21 22 23 25

|11 |

| 1 { |

L

X! | |

I .

Quality.

BELOW

AVERAGE

ABOVE
AVERAGE

AVERAGE

- EXCELLENT
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3. Examples of behavior-based rating scales:

A.  TECURICAL KNOWLEDGE/SKILL

Displaying job and soldiering knowledge/skill.

1 2 3

RIGH
[ 7

4 ]
]

1_.._r___J L
Bleplays Itttle knoviedge sbout
how to sccomplish fapectant werk
and taske, snd ~fcer lalls te

periorn assignments pr. orly due
te lach of jeb/ssldiering shilla,

le unable te perlora eflectively
without supervisien: perferme
Joebe/taske/ansigmments more
sloviy than ether first termevs.

Qieplaye goed hnovliedge in
nast sepecte of the job and
in soldiering, amd han
sullicient ahille to get the
majority ol assigmments done
propecily,

Petforme ellectively with
Attle supecvision on the
talatively eany sssigmaents
but neede a supecvisor's
guidence for wore ditficult
taska; accomplishea jobe in
about the seme amount ol time
as othar Liree term SHe.

L__._r___l

Dlapleys consldecable hnovledge
abeut how te asccompliosh lapercant
worh and tashe, ani has the
skilla te consiotently get
aselgnments dane propuarly,

Perlorue effectively with very
little aupervinion) sceonplishes
tashe and senignaents eillciantly
elten much mors quickly them

the avecege [icat tere $M.

Mawae of the soldiers you are rsting: Mov effective i» each soldier in this performscce catesory!
O O (o] ) o] o o]
1. 1 2 3 & $ [} 7
O (o} 0] o) o] o o]
2. 1 2 3 & 3 [ 7
o} o) o o o] o o
1. 1 2 3 & 8 [ i
O o] o o o] o o]
4, 1 2 3 [) 3 [ i
O (o] (9] o] o o o
3. 1 2 3 [) 3 [} 7 "
B. INITIATIVC/EFFORT
Showing initfative and extra efiort on the Job/ulasion/susignnent,
Low RIGH
4 ] 7

[«

1 2
Refuses to volunteer for
assiginmenta ot put in extra
hours and effort; may uven
Seact with hostile sttitude

when ssked to voluntewr or
votk long hwours,

Gives up easily when faced
wich obstacles, adversicy,
or disconfort,

Yases of the soldiers you are rating:

[

Valunteers (or gume sssign-
ments wiml puta In exgra
wlfore when Lt's very
Impertant to do so.

Hangs In there with
duteeminatinn uiwn ie's
Twally fuportant to overcoma
obvtacies un the Job in the
fleld, atc. '

I__‘.___l

Volunteers enthusiasticslly,
taken infttative promptly and
ellectively vhen oppottunities
8rise, and voluntarily worka
long, extra hours to tomplete
sssignments, even vithout being
ashed.

Kelfuses to give tn to adverelry
and pushes on vith conalderable
otamina to overcone all) obatacles
unttl the assignrment ig
completed,

How effective 1s each soldier in this performance caterory!?

(o} o] O o] o 0] o]
1. 1 2 3 & b} [ 7
(o] (o) 0] o o] (0] (o)
i, 1 2 b | 4 S [ )i
(o} (o] (o] (o] 0 (@] (0]
3. 1 2 )] 4 ] b 7
o} C @] o] (o] 0 O
4. 1 2 3 4 [ § 7
o O 0] 0] o] o) (o]
S. 1 3 b} & 3 [ i
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3.

Examples of behavior-based rating scales (continued):

€. FOLLOWING REGULATIONS AND ORDERS

Adhering te regulotions, orders, and SOP and displaying
Lou respect for authoriey, ’

KICH
1 2 3 4 ] [] 7
1 ] L I L____T____J
|
Tende te fgnore, or otherwisn Foliowe Army/unit rules and Ta very coralul go follow the
tail to follov Aray/unit rules, regulations slmust without opiric ae well ae the letter of
cegulations, or orders; mesy Call, especially those that Army/unit tulee and regulationsy
dlopley lacx of respert tovard ste Important for safety not only ebeys arders dut does
supeciore, . " aml security; alvays obeys o0 quickly snd vith enthusiassn,
erders,
Le often late and/ocr falla te Is aluays on tima for duty, Alvaya reports promptly for
shov up for duty, lavmatiens, fermations, ete., when it's duty, lormatiens, cppointmants,
the jeb, ste.i may lesve assigned lsportant to be prompt; AL stc.} ean alvayy be counted on
peat, ia serioue violatien of late, hss & good reawon; te ba at appeinted sres on tineg
vegulatione/orders, Rever leaves asnigned post temalins alert at assigned past
' or falle asleep on duty. aven wvhen it 1e Inconvenient er
dilliculc to do g0,
Names of the soldiers you are rating: Hov effective 1is esch soldier in this performavce catesory?
o O O O o o] (o} o
l, 1 1 3 & 5 6 7
o @) ] o o O (o}
2, 1 2 3 & S [] ?
o o O (o] o] o (o]
3, 1 2 h] & b] 6 7
o] o] (o] (o] o] (o] o
4. 1 2 3 & 3 [] 7
0] o) o (o] o (8} o
3. 1 2 3 [) ) (] 7
D. INTEGCRITY
Displaying honesty osnd Integrity in job-relsted
and in personsl matters.
Low RIGH
1 2 3 4 3 [] . 7
L—___T—_——'J ‘ L ] L_____r_.__J
|
Sometines makes up excusas to Oune up to jub-related Takeo extra steps to protect the
avold duty and denias vesponsi- mlstohce sud provides secur ity of milicary equipment
bility for job-related mistakas couplete and accurate infor- and personsl possessions, even
he/she makes ®ation necessury for sdein- when not directed to do so
letrative Jecislons. : *
Borrows military equipment or Reslats temptutions to Can slvays be trusted to be
peraonal possesslons without Lottow uvallable militacy truthlul, stralghtforvard, and
pesaission, €quipment o pursuuael honest even vhen own Mn:m-l
pusseusinus vithout pernlg- [L13 ial
slon; prompoly cetuens (ound nearests might ba Jeopardized,
propesty to giyghtful owunece.
Names of the soldjers you are vating: Hou effective {3 each soldjier in this performance category?
o O o O (o] @) o
1. 1 2 b ] [ s n ?
o 0] (o] o 0 O 0]
2. 1 2 b ] 4 ] [] 1
o 0] O o O (o] o
3. 1 2 3l 4 [ [ 7
O O @] O o] o (o}
'R 1 2 3 4 S [ 7
o o o (o] (o] o} o
3. 3 2 b] 4 S [] 7
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Behavior-based rating scales have at least five advantages over other types

of scales. -

1. Scales constructed to reflect performance requirements regarded as
important by those knowledgeable about the job.

2. Scales define in concrete terms the relevant and important performance
requirements.

3. Job experts {i.e., recruiters) agree on the effectiveness levels of
scaled job behaviors used as performance effectiveness "anchors."

4. Rating task with these scales emphasizes objective observation rather
than subjective evaluation.

5. In sum, raters can compare the observed performance of a soldier to

behavioral benchmarks or standards of effectiveness, resulting in more
objective performance judgments.

We have developed behavior-based rating scales for Navy recruiters and for
Marine Corps recruiters. Our first step in developing such scales for
evaluating Army recruiter performance will be to ask you to write examples
of effective, average, and ineffective recruiter performance.

B-11
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How To Write Recruiter Effectiveness Examples

To write a performance example or incident, try to remember what the re-
cruiter actually did or failed to do that made him or her effective or
ineffective in a situation. Your can be examples of extremely effective,
ineffective, or even average performance. The important thing is that the
incident is described specifically as it happened.

When writing an incident, describe only what you saw or what the person
did, not what you inferred from the action. For example, rather than
writing that the recruiter "displayed loyalty," you should describe what
the recruiter did to make you believe he or she was loyal. As examplcs,
the recruiter “shared information on important contacts within the zone" or
"helped another recruiter with his/her paperwork." Both of these examples
might be described as displays of loyalty; they are things the recruiter
did to make the writer believe he or she was loyal. Thus, we are asking
you to describe specific behaviors or actions, not traits or personal
characteristics.

The features of a good incident are:

1. it concerns the actions of a recruiter;

2. it tells precisely what the recruiter did (or did not do) that made you
feel he or she was effective or ineffective;

3. it describes the background of the incident clearly;
4. it states consequences of what the recruiter did; and

5. it is concise in that it is short, to the point, and does not go to
great lengths specifying unimportant or irrelevant details.

Some hypitr.etical performance examples appear on the following pages.

B-12
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PERFORMANCE INCIDENT FORM

1. What ware the circumstances leading up to the
incident?

Discussing Army programs with a prospect.

2. What did the individual do that made you feel
he or she was a good, average, or poor per-
former?

This recruiter was inconsiderate and
inattentive.

3. In what job performance category would you say
this incident falls?

Obtaining Information ¥rom Prospects

4. Circle the number below that best reflects the
correct effectiveness level for this example.

Problems:

Too brief, fails
to describe the
context in which
the incident oc-
curred.

Labels the be-
havior, but fails
to specify what
exactly the re-
cruiter did that
was inconsiderate
or inattentive.

1 2 Q} & s 6 8 9
extremely ineffective about effective extremely
ineffective average effective
Example la
B-13
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PERFORMANCE INCIDENT FORM

1. What were the circumstances leading up to the
incident?

This recruiter was discussing Army programs with
a prospect who mentioned that he had three years
of metal shop in high school and enjoyed it.

2. What did the individual do that made you feel
he or she was a good, average, or poor per-
former?

This recruiter ignored what the prospect was
saying and described Army programs that appli-
cant wasn’t interested in and wasn't qualified
for in detail. As a result the prospect lost
interest in the Army.

3. In what job performance category would you say
this incident falls?

Obtaining Information from Prospects

4. Circle the number below that best reflects the
correct effectiveness level for this example.

12@4'567'89

extremnly ireffective about effective extremaly
ineffective average effective
Example 1b
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PERFORMANCE INCIDENT FORM

Problems:
1. What were the circumstances 1eading up to the
incident?
Insufficient in-
Problems locating qualified recruits. formation.

2. What did the individual do that made you feel
he or she was a good, average, or poor per-

former? Rather than de-
scribing what

Recruiter was imaginative and creative in this recruiter

locating prospects. did that was

"creative," the
behaviors are
simply labeled
imaginative and
"creative."

3. In what job performance category would you say
this incident falls?

Contacting Prospects

4. Circle the number below that best reflects the
correct effectivenass level for this example.

1 2 03 4 5 & @ 8 9

extremely ineffective about effective extremely
ineffective average effective
Example 2a
- §
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PERFORMANCE INCIDENT FORM

1. What were the circumstances leading up to the
incident?

A high school in this recruiter’s area did
not give out lists of students.

2. What did the individual do that made you feel
he or she was a good, average, or poor per-
former?

This recruiter asked all Delayed Entry Pro-
gram recruits to bring friends to evening

movies about the Army and, thereby, bnilt
up his prospect file.

3. In what job performance category would you say
-+ this incident falls?

Contacting Prospects

4. Circle the number below that best reflects the
correct effectiveness level for this example.

1 2 3 4 5 s(7f>8 9

extremely ineffective about effective extremely
ineffective average effective
Example 2b
B-16
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PERFORMANCE INCIDENT FORM
Problems:
1. What were the circumstances leading up to the
{ncident?
Too much detail,
The 15th of July, 1985, was the 100th an- irrelevant infor-
niversary for the founding of a small town in mation.
northern Nebraska. The city council decided
to plan an all day celebration with a parade,
an arts show, and many community festivities.
The day of the celebration was very hot.
2. What did the individual do that made you feel
he or she was a good, average, or poor per- Double-barreled
former? incident, since
two behaviors are
This recruiter was behind in doing paperwork described. Ef-
end volunteered to help organize the celebra- fectiveness rat-
tion. The recruiter attended a number of meet- ing is confusing
ings, helped set up several displays, and manned because it is un-
the Army display during the celebration. clear which be-
havior is being
rated. Conse-
quences of the
3. In what job performance categnry would you say behaviors are not
this incident falls? indicated.
MNarntaining Good Relationships
)
!
4. Circle the number below that best reflects the
correct effectiveness level for this example.
1 2 3 4 5 6 ( 7) 8 9
extremely ineffective about effective extremely
ineffective average effective
Example 3a
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PERFORMANCE INCIDENT FORM

1. What were the circumstances leading up to the
incident?

A smal] town in this recruiter’s area was
planning an all day celebration.

2. What did the individual do that made you feel
he or she was a good, average, or poor per-
former?

The recruiter volunteered to help organize the
celebration. The recruiter attended a number of
meetincs, helped set up several displays, and manned
the Army display during the day of the celebration.
As a result, the recruiter jained visibility in the
community.

3. In what job performance category would you say
this incident falls?

Naintaining Good Relationships

4. Circle the number below that best reflects the
correct effectiveness level for this example.

1'23455®89

extremely ineffective about effective extremely
ineffective average effective
Example 3a
B-18

‘:P":' P e W RPEF) | RIESSTOEI . § S Ll )

T — P A L Af fm e T E M S B M A R R R P e S A A A TR A LR LA TR LR FLER LA MR A LR B mR LA WA MR A N a4 W WD W TN mn e L A R e e



APPENDIX C

Critical Incident Retranslation Data
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Recruiter Effectiveness Workshop

16 August 1986

Data provided next to each performance example indicate the percent of partici-

pants who placed the example into a specific performance category and the mean
and standard deviation of the effectiveness rating on a scale of 1 (ineffective)
to 10 (extremely effective).
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BACKGROUND INFORMATION

1. NAME:

Last First M.1.

2. DATE:

Day Month Year

3. LOCATION OF RECRUITING STATION:

City State Battalion Brigade
4. SEX: Male 5. RACE: Black/Afro-American
Female ‘ ‘ Native American/American Indian

Hispanic (Mexican, Puerto Rican,

Cuban, or other Spanish Origin
6. MOS:

White or Caucasian

Other, Please specify:

. 1. PAY GRADE:

Enlisted
B __ e __®
___E2 ___E5 ___E8
|

___ &3 ___ &6 ___E9
8. TIME IN THE ARMY: years months
9. TIME AS RECRUITER ON PRODUCTION: years months
10. TIME IN STATION COMMANDER POSITION: years months
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Overview

The U. S. Army Research:Institute is sponsoring a project targeted
toward developing state-of-the-art performance rating scales for the
Army recruiter job. Today we are going to work together to design
rating scales that are referred to as behavior-based rating scales.
Behavior-based rating scales are a type of rating form that offers the
opportunity for relatively objective assessments of performance.

You have been askad to participate in today’s workshop bacause having
worked as a recruiter and cbserved other recruiters on the job you are
the best scurce of information about recruiter performance. The
information you provide today, in conjunction with that of the other
participants, will be used to evaluate, refine, and finalize a set of
behavior-based Army recruiter performance rating scales. Your
purticipation in today’s workshop is, therefore, very important.

Over the last eight years or so we have conducted a number of
interviews/workshops with recruiters in the Navy and Marine Corps, as
well as the Army, to develop behavior-based scales for rating
recruiter performance. This work has culminated in a set of eight
categories of recruiter performance. These are defined on the
following pages. It is very important that you be thoroughly familiar
with each category, so please take a few minutes now to read through
each definition.
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Categorias of Recruiter Performance
iocating and Contacting Qualified Prosuects

"Prospecting” effectively; contacting large numbers of persons
1ikely to enlist 1. the Armv; skillfuily using the telephone,

.referrals, DEPs, advertising ideas, speciail events, etc., to

contact and get the attention of civilians eligible for Army
service; knowing where and when to prospect; ability to persist
in prospecting and followinyg up on leads even under considerable
adversity; getting prospects into the office.

Gaining and Maintaining wapport

Building rapport with prospects in the office; gaining the trust
and respect of prospects; adjustirg to applicant’s styles and
acting appropriately with different types of applicants.

Obtaining Intformation from Prospects and Determining Their Needs
and Interests

Listening skills; making accurate judgments about prospects’
needs, goals, and desires, etc., based on good interviewing
skills; effectively obtaining information about prospects from
other sources (e.g., high school principal) to assess their
qualifications and needs; accurately assessing prospects’
eligibility for various programs.

Sales Skills

Ski11fully persuading prospects to join the Army; using Army
benefits and opportunities effectively to sell the Army; closing
skills; adapting selling techniques appropriately to difrerent
prospects; effectively handling objections to joining the Army.

Establishing and Maintaining Good Relationships in the Community

contacting and working effectively with nigh schoal counselors
and principals, civic leaders, and others capable of helping
recruiters to enlist prospects; building a gocd reputation for
the Army by developing positive relationships with persons in the
community; establishing and maintaining good relationships with
parents and family of prospccts; presenting a good Army image in
the community.

Providing Knowledgeable and Accurat2 Information About the Army

Displaying considerable knowledge about Army programs, schools,
educaticnal opportunities, etc.; providing accurate information
about Army life; being up-to-date on changes in Recruiting
Regulations and on other directives pertaining to program
changes, eligibility for programs, etc.; skillfully relaying
information about BCT so that prospect/recruit is informed about
what to expect but is not discouraged from joining the Army;
answering questions about the Army in a competent manner.
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G. Organizing Skills

Planning ahead; organizing time efficiently; completing paperwork
accurately and on time; keeping track of appqintments; not
wasting time.

H. Supporting Other Recruiters and USAREC

Coordinating activities with other recruiters to maximize the
productivity of the station and company; using own skills and/or
time to support other Army recruiters when appropriate; pitching
in to support orders and directives from higher levels; providing
constructive feedback to other Army recruiters concerning their
skills, style, etc.; providing helpful tips to new recruiters.

Notice that the first four categories deal with the recruiting
sequence - from prospecting to closing the sale. The remaining four
categories address other aspects of the recruiter job.

Each of these eight categories is defined by the behaviors that make for
effective performance as a recruiter. In other words, the categories

do not refer to vague personality characteristics or traits like
"initiative." Instead, these scales were derived through actual
examples of recruiter performance, given to us by recruiters.

A few weeks ago (26 June), we asked Army recruiters like yourselves to
provide us with actual examples, or specific incidents, of recruiter
performance. In total, they provided us with 180 examples. Some
examples reflect Extremely Effective Performance, others reflect
Effective, Marginal, or Ineffective Performance.

Today, we are asking you to make two judgments about each of these
examples.




Figure 1. Recruiter Effectiveness Scale

i Extremely Effective Performance
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~ Judament #1

Decide which of the eight recruiter performance categories a
particular performance example belongs in. Once you have decided on
the performance category, record the letter (from A to H) in the space
to the left of the example labeled "Category."

Judgment #2

Then, think about how effective the recruiters behavior in the example
was. Using the nine-point rating scale in Figure 1, decided which
number (1 to 9) indicates how effective the recruiter in the example
was. Then, in the space labeled "Effectiveness™ to the left of the
example, record-the appropriate number.

An]examp1e of how one recruiter rated a performance example appears
below.

CATEGORY EFFECTIVENESS
(A-H) (1-9)

A 7 200. A high school in this recruiter’s
area did not give out lists of
students. This recruiter asked all
Deiayed Entry Program recruits to
bring friends to evening movies about
the Army and, thereby, built up his

- prospect file.

The recruiter rating this example felt that it belonged in Category A,
Locating and Contacting Qualified Prospects and, thus, wrote A under
"Category." The rater felt that this example reflected Effective
Performance and, thus, wrote a 7 under "Effectiveness."

Before you get started p1easé take a few moments to review the eight
categories of recruiter performance and read through seven or eight of
the examples so that you get a feel for the things included.




Performance Examples
CATEGORY EFFECTIVENESS'
ear B4,
72 A ql 115 1. This recruiter set up and conducted a high

school ASVAB, testing 100% of the high school
seniors and juniors at a school that had never
had an ASVAB before and, therefore, obtained
an ASVAB list to use in prospecting.

{
g

When this recruiter was interviewing an
applicant whose father was a VietNam vet with
@ negative attitude toward the Army, this
recruiter used his own experiences to convince
the father to sign for the physical.

~F§§‘
s
<
Ei;

. Because this recruiter talks so much, it takes
10 to 15 minutes to set up an appointment with
an applicant. Many applicants do not show up
for their appointments as a result.

Before going across town to pick up some
police checks, this recruiter checked with the
other recruiters to see if they needed
anything from the same area. This saved the
other recruiters time.

bl P!Z'?.-Q, D 3?" ’.‘{'5 5. Though the assigned areas were difficult, this

recruiter consistently brought in enlistments
by using techniques for talking up to or
getting down to anyone’s level, and relating
to them.

li

L]

This recruiter used pre-plan calling, school
newspapers, and effective listening techniques
to make prospect contacts. The recruiter
enlisted two of six contacts.

|

N
E\
~O

~

This recruiter explained monetary benefits and
programs to each enlistee within two hours and
gave the enlistee a productive goal to achieve
once accessed in the military.

_lp] D) J‘i ?O 8. This recruiter was uneasy using the sales
book, did not have the necessary support
documents ready, tailed to maintain rapport
with applicant, and lost the sale.

O?ﬁ 1.7 _L.aT 9. This recruiter planned the week so that only
one day included prospecting. The recruiter
failed to obtain new contacts or make mission.
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CATEGORY EFFECTIVENESS
Ia-u' = =»
.4,

29A [mc 1.Dd &8¢  10. This recruiter was tasked to make five
appointments per day before going home in the
evening. The recruiter falsified appointments
to total five so the recruiter could go home.

1Co H 1Y .68 11. This recruiter refused to wait 30 minutes to
bring another recruiter’s applicant back from
MEPS. Therefore, the applicant had to wait
and take a late bus to the RS and another
recruiter had to be out until 2330 hours.

23¢22A .2 [.2¢{ 12. Before attempting to contact prospects from a
‘ : local high school, this recruiter reviewed the
yearbook and the DEPS 1ist, and contacted high
school counselors and former recruiters to
learn as much as possible about the school.
Because of this, the recruiter was better able
to establish rapport with the prospects.

100 T 25 1 2o 13, After a long interview and JOIN presentation,
this recruiter failed to ask *he applicant to
make a commitment.

(o0 G 3. 192 14, This recruiter waited until the last minute to
get necessary documents together for a packet,
thus changing MEPs dates and increasing the
processing time of the applicant.

e A 2.5 (62 15, ilhen telephone piospecting, this recruiter did
not generate enough interest in a prospect,
and the prospect would not make an interview
appointment.

100 H 1.9 /i /€ 16, This recruiter failed to assist a new
recruiter to achieve total mission. The new
recruiter made mission only once in a seven-
month period.

age [z LSy 17. When told by an applicant that he was |
{ interested in acquiring the ACF, this !
recruiter spent 20 minutes on the computer f
shoglnng MOSs to which the program did not
apply

il ./“.‘.f‘{c, <. (R 18, This recruiter probed for the needs and
interests of an applicant and discovered that
the applicant wanted to go to coliege and
needed money. After determining that the
applicant was qualified, this recruiter sold
the GI Bil1l, ACF, and a two-year program.




CATEGORY
~{A-H) .

EFFECTIVENESS

(Y8
L& . 2% 19,

¢ rezl 0.

3.0 uce 2.

qu:/zqs e b g 22
SRS A NRALE .

€2 £ L Y
Eo®/iza. 13 2 25,

A NARMANAMANN EAN RAARN AL ARAASARAS VARATMS NARAAATAARAINARANRA NVARRNRF A ARPL R ARRa™ufAshAn

This recruiter, who was in financial trouble,

did not take care of these personal matters

while at home, spent hours upon hours at work

talking to bill collectors and dealing with
ersonal matters, and was thus unable to spend
is time recruiting.

This recruiter always followed up on
recruiting op?ortunities referred by a high
school rounselor, even when they would not pay
off right away. Because this recruiter was so
responsive to the high school counselor’s
referrals, the counselor became a close friend
and referred many enlistees.

When an applicant was a few pounds too heavy
to enlist, this recruiter advised the
applicant not to eat for a week before the
physical. As a result of this improper diet,
the applicant had too much protein in the
urine sample and failed the physical.

An applicant had reservations about joining
the Army because he had a spouse and a child.
This recruiter explained Army programs in
detail, arranged to have the applicant’s
family meet recruiter’s family, and overcame
the objection.

This recruiter failed to take the car to the
repair shop for necessary repairs. The car
evertually broke down and had to be towed to
the repair shop, causing transportation deiays
and missed appointments.

This recruiter canceled weekend plans to
attend an American Heritage Dav celebration in
a small town in the recruiter’s area that was
"closed" to the military. The recruiter made
many valuable contacts.

Although this recruiter’s applicant mentioned
that he had asthma, this recruiter failed to
annotate the enlistment form appropriately,
leading to an investigation for recruiter
malpractice.
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CATEGORY
~{A-H)

EFFECTIVEgS

ndae— -,
Hud g_' ":_’ L) “.& 1.2¢ 26.

L ¢ 2.2 [ 21
2! A 2> ,TT
4gse fui kB e j.22
cqb/fReEC. e . SZ
§oh [24R . 1.2
S H g." e
¢EE . & ,50
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28.

29.

30.

31.

33.

This recruiter contacted a young man who had
dropped out of the Air Force DEP and
identified the young man’s goals, desires, and
needs. The young man eventually went to OCS
and is now an Army officer.

This recruiter failed to phone two applicants
to confirm their appointments before leaving
the RS, and did not have back-up work to do in
the area in case of no-shows. Because neither
applicant kept their appointment, five hours
were wasted.

This recruiter has a hard time asking penple
for referrals and often doesn’t do it. This
recruiter obtains very few appointments by
referral as a result.

This recruiter became firmly established in an
area that had never been worked by actively
seeking to meet new people, and leaving
posters in stores and RPIs in Post Offices.

This recruiter did not ask open-ended
questions during an interview and did not
probe deep enough-into the individual’s needs.
As a result, the recruiter was unable to
satisfy the prospect’s needs, and the prospect
did not commit.

This recruiter picked up the telephone without
hesitation to obtain appointments. The
recruiter dealt with hostile calls and was
able to make appointments with several
prospects.

This recruiter consistently locked mission
early and could always be called upon when the

company needed one more reserve toward the end
of the month.

This recruiter received a request for a color
guard for a Saturday ceremony at a local high
school. This recruiter said she didn't work
on Saturday and the high school ended up
contacting another branch of service.

This recruiter ignored an applicant requesting
information by joking with another recruiter.
By the time the recruiter got back to the
applicant, the applicant had lost interest.

C-13
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~{A-H)

A",(.&-t?f?& @ .G (.2l 35. When tasked to prospect by area canvassing,
this recruiter constructed a detailed plan of
activities. The canvassing resulted in two
enlistments.

S 9YH ¢.< [\ I¥ 36. After overproducing by 1-IIIA, this recruiter
, took time to assist others in making telephone
i calls, thus keeping up moral.

5¢ F/y2e §.9 - $7 37. When given five minutes notice of a television
guest spot, this recruiter answered all ques-
; tions during the spot in a positive manner and
showed no nervousness.

| q4 & 1.2, ,Y42. 38, This recruiter argued with applicants, failing
! to establish rapport.
"er T © Jd 1.2% 39, This recruiter kept up on changes in

regulations and requirements, and knew the
subject matter very well.

ke Pl [-1{ 40. During a "book" interview, this recruiter gave
. an applicant incorrect information about the
ACF. As a result, the applicanrt did not
enlist because she felt that not enough money
was given to the ACF.

R e 7= .Z+ 4l. This reserve recruiter was consistently polite
and gave an excellent pitch for the Reserves
over the phone. As a result, four out of four
prospects showed up for their office
appointments.

€ ®. e o0 ‘. '= 42. This recruiter schedules area canvassing for
' short periods of time each time he/she leaves
the office, thus gaining valid leads through
area canvassing without losing large blocks of
time during the available duty day.

6325/ 3 L& 98 43. When this recruiter found out that a DEPer had
! positive HTLV III results, the recruiter first
avoided the recruit, then accused him over the
phone ot being gay and refused him transporta-
tion back to MEPs for further testing. As a
result, the recruiter made a very bad

impression of the Army’s concern for service
members.
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29pp/i=C

9.1 (62 46,

.2 LT a7,
29 149 a8
< SR 49,
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7 t=A 52,

When given a school 1ist without phone
numbers, this recruiter selected addresses
within specific areas and performed house
calls. The recruiter was able to conduct
interviews at at least one out of six houses.

This recruiter keeps LRLs with him/her at all
times and does phone prospecting during "dead
time" at MEPS or other sitas.

When a high school in this recruiter’s area
wanted to set up a JROTC program, this
recruiter set up meetings, gave advice, and
helped instructors. This enabled the Army to
ge: a$cess into a high category I-III A
school.

This recruiter used the same selling
techniques for every prospect that was
interviewed, and failed to ask any of the
prospects if they wanted to enlist.

This recruiter prospected in the wrong market
by prospecting for males when the mission was
for two females. This recruiter failed to
accomplish the assigned mission.

When challenged to provide "extra" contracts
to accomplish the BN mission, this recruiter
made an extra effort to get contracts and the
BN made mission box for the recruiting station
month.

When an applicant declined to enlist, this
recruiter would not let the applicant off the
hook in a timely manner. Because the inter-
view ended on a sour note, the recruiter could
not get a follow-up interview scheduled.

When an applicant said that she was ready to
Jjoin the Army, this recruiter said that she
could not enlist at this time, but that he
would get back to her in two weeks to do the
paperwork and let her enlist. The applicant
left the office thinking the recruiter had no
real interest in her and did not enlist.

This recruiter did no planning before
beginning area canvassing concerning where to
go and what types of people to contact and
failed to get any new prospects as a result.
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53.

54.

55.

56.

57.

59.

60.

This recruiter continues phone prospecting
until altotted time has elapsed, even if the
set appointment goal is reached, thus reaching
the appointment goal frequently and
consistently overproducing.

This recruiter did not introduce himself to
the prospect, did not shake hands, and did not
make the prospect feel welcome.

This recruiter could not answer questions
accurately at a high school presentation
because of a lack of knowledge about Army
programs.

When tasked to present an overview of Army
programs to high school students, this
recruiter described the programs thoroughly
and accurately, made the audience comfortable,
and answered questions appropriately. As a
result, the students were more aware of Army
programs and less afraid of basic training.

When talking with an applicant who wanted a
particular job, this recruiter failed to point
out that the Army has Career Management Fields
with many jobs that could be nf interest to
the applicant. As a result of this omission,
the applicant thought that an interesting job
was not available.

This recruiter lacked enthusiasm and failed to
probe while telephoning for appointments. As
a result, the recruiter fell behind on his
RPMs.

This recruiter, who had to go to MEPS to see
an applicant, volunteered to pick up paperwork
frcm another station and deliver it to MEPS,
thus saving a recruiter from the other station
a trip to MEPS.

This recruiter asked "who, what, etc.” during
the first contact in order to better "relate"
to the applicant. As a result, the recruiter
quickly built rapport 'rith applicants.
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29e /28 2. % |.29 61. This recruiter took personal time to
demonstrate basic soldiering skills to DEPs.
This led to letters of recognition from units.
The "word spread” of this recruiter’s interest
and referrals and contracts resulted.

2 < 2.8 [1e2 62. This recruiter led an applicant with prior
: service to believe that he could qualify for
many job skills when this was not true. The
applicant failed to enlist.

100 G L& %% 63. This recruiter spends most of the day smoking
and joking, and then tries to do all his work
in the last hours of the day. Often, the work
does not get done. '

L7i)246 |, ¢ lio™ 64. This recruiter made an appointment with an
uninterested prospect just to meet the

requirement for the PMS. This appointment re-
sulted in a no-show.

=% /& .7 65. When asked to do a police check for another
recruiter, this recruiter waited a week before
doing so. As a result, the recruiter who
needed the check lo.t that applicant and
didn’t make mission.

o O Sy S 66. After moving into a new recruiting area which
was populated with mixed races, this recruiter
was able to communicate with persons of all
races and, thus, produced appointments to
commitments which were three to one.

2w ¢.C 4!~ 67. When interviewing an applicant who was
concerned about how his girlfriend would react
if he enlisted, this recruiter did not
overcome the applicant’s objection and failed
to gain the contract.

Gy
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68. During area canvassing sessions at a shopping
mall, this recruiter plays video games and
seldom converses with potential prospects,
| thus consistently failing to obtain valid
leads from area canvassing.

yug o €.7L .7 69. Because this recruiter pushed very hard to get
applicants processed well before the
requirement, he put a lot of pressure on
people and caused problems. He got a bad
reputation as a result.




CATEGORY EFFECTIVENESS
‘A-H! ‘Islgw ;Q gahji
2844 7:S  2:¢x¥. 70. This recruiter maintained thr JOINS amuipment

to the highest of standards. As a result, the
recruiting station passed tter (W

D 257 2% 268 71. In attempting to get parentall consend From the
parents of a 17-year old who dexined! $@ join
the Army, this recruiter dowipllzyed glther
services instead of telling off’ the: tremefits of
the Army and, thus, failed t gpl paremtal
consent.

o fre [\ 92 72. Even though the high school war wiillllifimg to
give out information, this raxmuiter #ad no
interest in developing a sclomil praxram. As a
result, there were Tow enlisiments; from the
high school.

This recruiter took over an unprochciive area
on a voluntary basis in an wtempd to make the
area an asset for the statiin: as' @ wimla. The
recruiter’s new approach helped tie station
make high quality mission.

a2 ® L9 an 74. This recruiter often failed ro: chagik
prequalifications of prospective appiitants,
such as height, weight, and nedicail status.
As a result, much time was los?d purseing
unqualified candidates.

AL 3. |1.Z% 75, When assigned to prospect anona the county
summer help program, this rzcrmuitz- wsed the
portable JOINS to cover all arwags: off Army
training and education. This resuiiad im many
leads and new contracts. ‘

This recruiter often leaves vut mait=zrials that
are to be included in the eliisidimewni packet.
This causes delays and extri worvk ffow others.

W E $.& [ %A 77, This recruiter set up a cimma vam ad a career
fair and invited key people tm th® cammunity
to see it, creating community awarweness for
Army programs.

fis ¢ a9 72. This recruiter used fact-finding, questicns to
discover the prospect’s domirant buying
motive, resulting in a good sailes: Wimterview.

Bl 79. This recruiter located several naw leads by
setting up a cinema van at a cases Fair.
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~(A-H) {1=1ow to 9=hi)
I Halnlt) 2. © ). 8. This recruiter made two appointments for the

same day and time but in different areas. As
a result, he missed one of the appointments.

2% /2t B4 1.2 8l. This recruiter organized a TAIR event at a
junior college by contacting the school
counselor to discuss the Army’s cinema van.
The recruiter provided information sheets and
necessary facts and requircments for the
program and gained rapport with the sclool.

A e [.% %% 82. Although an applicant said he was prior
service :nd was only interested in the USAR,
this recruiter tried to talk the applicant
into enlisting. The applicant saw that he was
not being listened to and left the office.

on SMAATTRESS to a high school class by
getting student’s input as to what each acro-
nym meant to them, and by asking students if

they would join the Army at the end of the
class.

4T <o "+ L7 83, This recruiter gave an effective presentation
£ = S - : i

FoivlA /.7 I.i6 84 When invited to make a 30-minute presentation
at a high school, this recruiter was
disorganized and took 50 minutes to make the
presentation. The recruiter was discredited.

623 (38 €7 .7 85, When interviewed by a local TV station, this
recruiter was very knowledgeable about Army
programs and was impressively dressed in
uniform, resulting in positive exposure for
the Army. )

Lo /v A Z.¢ Phoo g6, Without checking an applicant’s eligibility
for various programs, this recruiter described
the eritical skill jobs (Combat Arms) in which
bonuses and accelerated promotion could be
achieved. The applicant was, however,
ineligible and the recruiter had wasted time.

= N .ot 87, This recruiter conducted 20 appointments with
female high school graduates, using the JOIN

machine and following the USAREC sales bhook.

The recruiter received three enlistments out

of the 20.
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!IA-H! !!-!Qw ;Q gnhjl
| TRGB_ Rl 9% 88. This recruiter scheduled three appointments in

one hour, although it was known that each
interview would last for at least 30 minutes.
Two appointments were missed and were not
rescheduled.

TRIE/24E w3 /2 ‘-[ 89. This recruiter brought his wife to a funded
DEP dinner, making her available to discuss
questions about Army life and benefits with
spouses and girifriends of DEPs.

] ~

HYR /BTG 2.5 /.95 90. After securing an appointment over the phone,

- T this recruiter went over the full prequalifi-
cation check over the phone, while still
maintaining rapport with the prospect. This
ensured that the prospect was fully qualified
before more time was committed to the
apriicant.

~J
™
o
N
l;‘

91. In order to interact witn prospects, this
recruiter began to conduct Physical Education
classes at the school one day a week in
conjunction with the gym teacher. The
recruiter made the previously unproductive
school an asset to the recruiting station.

M fLn 2t vl 92, When talking with an applicant interested in
higher education, this recruiter explained
each cf the Army programs available for
education. This convinced the applicant to
enlist.

RS 2. & (.80 93, While completing DD Form 1966, this recruiter
failed to fill out all sections of the form.
This recruiter did not know if the applicant
was properly qualified as a result.

&= 2 L6 ER 94. This recruiter lied to a female DEPer by
stating that he wasn’t married when he
actually was. The DEPer was then suspicious
that she had been lied to about the Army in
general.

‘-~ < 95. This recruiter had overproduced in a recruiting
station month but also had a projected DEP

loss. So, the recruiter put in extra time to

make up for the loss, thus, contributing to

the effectiveness of the station.
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After establishing a set time to go to a high
school each week to talk with students, this
recruiter on several occasions forgot to go to
the school at the scheduled time and failed to
call the contact person at the school when he
knew that he could not keep the appointment.

This recruiter, who was told to make a certain
number of appointments per week, called
prospects and would not hang up until they
agreed to an appointment. As a result, none
of the prospects showed up for appointments.

When a prospect only wanted one MOS, this
recruiter explained to the applicant that he
could enter the MOS only if he was qualified
but that the bottom 1ine was being a soldier.
The prospect enlisted in a different MOS.

This recruiter consistently leaves several
blocks unfilled in enlistment packets.

This recruiter was helping process an
applicant who was getting a physical at the
processing station. This recruiter left the
processing station to do some work in his area
(which was two hours away) without checking
with other recruiters first. As a result,
another recruiter had to drive the applicant
home after the physical even though the
applicant’s home was in the first recruiter’s
area, two hours away.

In working with a prior service applicant,
this recruiter failed to get documentation
from the applicant, failed to ask if the
applicant had tested already, and failed to
ask about law violations. As a result, a
great deal of time was spent with an applicant
who was ineligible for enlistment.

This recruiter lost his temper during an
information gathering interview after being
baited by the applicant.

This recruiter waited until late in the day to

call prospects and, thus, made appointments
hastily, resulting in a high no-show rate.
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This recruiter sent an applicant for a
physical even though the applicant was
overweight. The applicant had to be denied
enlistment, and time was wasted for all.

While interviewing an applicant who was only
interested in adventure, this recruiter showed

the applicant nearly every program the Army
?ag. The applicant became bored and nearly
eft.

This recruiter planned time each day for
prospecting, processing, and follow-up for
each of his/her mission categories. This al-
lowed the recruiter to consistently make
his/her mission.

This recruiter joined a civic club whose
members were good centers of influence (e.g.,
police, Board of Education members). As a
result, the station obtained school 1ists,
stop out lists, and referrals which led to
enlistments.

This recruiter adeptly determined the
applicant’s vfuture plans, thus allowing the
recruiter to make an accurate judgment
regarding applicant’s needs, and secure an
interview with the applicant.

This recruiter consistently fails to ask
applicants for interview appointments during
telephone prospecting sessions. Hence, the
recruiter fails to make the required number of
appointments per week.

While on area canvas, this recruiter obtained
a good lead. This recruiter immediately
followed up and convinced the prospect to join
in an "in-office" interview. The prospect
eventually enlisted.

This recruiter failed to find the applicant’s

dominant buying motive, and thus failed to
obtain a commitment from the applicant.
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112.

115.

116.

<117,

118.

119.

120.

121.

This recruiter used time wisely by prospecting
early in the day, conducting appointments
during the middle of the day, and doing
follow-ups toward the end of the day. This
allowed the recruiter to perform well on the
Job and still maintain a good quality of life.

This recruiter provided a flag raising detail
for the Fourth of July celebration held in a
small town in her area.

This recruiter improperly administered the
CAST test, and consequently had no CAST
results for a prospect.

This recruiter used techniques learned in
training and injected personality into
telephone prcspecting to create rapport with
prospects.

This recruiter spent free time at an Arcade
talking with high school seniors and
establishing rapport. As a result, seven
seniors were enlisted in the DEP program.

This recruiter told each prospect from the
ASVAB 1ist that they should not let themselves
be pushed into a decision. As a result, no
appointments were made.

This recruiter often arrives late for
appointments and usually calls the office to
have another recruiter advise the applicant of
the new appointment time. This results in
dissatisfied applicants and fellow recruiters.

This recruiter coordinated a luncheon for
counselors and administrators featuring a
speaker who talked about the educational
programs offered by the Army.

This recruiter interviewed all applicants
completely to reveal needs, desires, and
information that could stop processing.

During an area canvassing session, this
recruiter made contact with several people,
and brought them directly into the recruiting
station for interviews, leading to an RA
enlisting one week later.




CATEGORY EFFECTIVENESS
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| uqgs /138 9. 1 £6G122. This recruiter scheduled ASVABs, TAIR events,
‘ and Mar Day at a high school that was Navy
oriented. The recruiter maintained high
visibility and was 800% for that school year
while the Navy took only one contract.

A A A ;L[ 123. This recruiter did not pay attention to an
applicant’s objections and could not come up
with counter arguments. The station commander
had to get involved in order to save the
enlistment.

726G 2.9 /Y7 124, After promising applicants that they would be
picked up from the MEP site at 1209 hours,
this recruiter failed to arrange the transpor-
tation until shortly after 1200 hours. Thus,
the applicants were picked up late.

Gu iz .7 (2% 125. wWhen two DEPers from another recruiting area
were stranded at a bus station, this recruiter
picked them up and took them to their appro-
priate areas.

QLTI IS . £9 126. When a grad prospect brought a high school
senior prospect to the appointment to request
the European buddy program, this recruiter
ignored the senior prospect and tried to put
the grad in a different program. Both pros-
pect§ joined another branch of service as a
result.

S A 2.2 ! & 127. This recruiter held a non-funded DEP function
to which all of the DEP members brought a
friend. The recruiter received two solid
leads. '

eGP <. 712 128. This recruiter probed an applicant who was
hesitant to commit to the Army until finding
that applicant’s uncle had discouraged her
from joining. The recruiter went to the
applicant’s uncle’s house with.the appiicant
and sold him on the Army,

€Z§i = b . 2T 129, This recruiter did not use regulations when
preparing a waiver request for a law violation 5
on an individual and had to prepare the i
request twelve times, wasting twelve hours.
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‘ jeen M L& 157130, This recruiter failed to train a new recruiter

and did not supervise the new recruiter in any
| way. As a result, the new recruiter was
| improperly trained.

. -
| gy 2% 1% 131. This recruiter failed to properly follow the
SMAATTRESS sequence and did not find out the
prospect’s interests. As a result, the
prospect was confused during the FEBAs.

2 A Q.5 /.el 132. This recruiter used open-ended questions and
excellent phone techniques to find prospects
through the senior LRL. As a result, the DoD
take froa the high school increased 200%.

- ’.:" - - .

folL tus @ v 1t/ 133, This recruiter used all incentive Regular Army
Prograns to sell the Army to a college grad.
The college grad joined.

TANE I .| 1 2% 134. This recruiter uses the JOIN presentation
regardless of how the interview is going or
how the applicant is reacting to the material
and, as a result, sometimes loses potential
contracts.

AN i

¢.o (27 135. This recruiter stopped at the police station
to retrieve forms for enlistment packets.
While there, the recruiter picked up forms for
two other recruiters in the office, saving
them a trip.

eivlecr £ o™ 136. This recruiter prepared and presented a
' concise and informative speech about
opportunities for blacks in the Army at an
all-black high school. The presentation was
believable and well-received.

Fafiva~ [ €& . =2 137. This recruiter was assigned to deliver a medal
At R Le= =

to a high school, a task that should have
taken one hour total. This recruiter took
three hours and then lied that he had
delivered it when he hadn’t.

VR YRS Z % .27 138, During telephone prospecting sessions, this
recruiter set up appointments with prospects
without finding buying motives, thus leading
to a high no-show rate.

I T ___139. This recruiter enthusiastically developed a
"big picture" for each applicant’s potential
career, making each applicant feel important.
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This recruiter failed to process an applicant
fn a timely manner. Due to the long delay,
the :pp]icant went to another branch of the
service.

This recruiter took charge of the station when
the month-end was approaching and the station
had not made mission. The recruiter motivated
everyone and the integrity of the station was
sustained.

This recruiter failed to qualify an applicant
and later found out that the applicant was not
an American citizen.

This recruiter often goes directly to the
house of a prospect, introduces herself, and
establishes rapport. Because of her ability
to do this effectively, she has an excellent
appointment attendance rate.

This recruiter prepared school folders
containing information about the Army’s
orograms to be distributed during the upcoming
school year.

This recruiter, who was teo appear on a local
TV show, was given a set of questions that she
would be asked and she prepared thoroughly.
During the interview, the interviewer asked
several very specific questions that weren't
given to her beforehand. The recruiter was,
however, able to give good coherent answers to
these unexpected questions because she was
well informed about the Army.

This recruiter was unable to operate the JOIN
and the prospect left the office unimpressed
and unwilling to agree to a follow-up.

While area canvassing, this recruiter brought
an applicant to the station. After beginning
to complete the packet, the recruiter found
out that the applicant was a recent graduate
of another recruiter’s school. The recruiter
turned the applicant over to the other
recruiter, resulting in a contract for the
other recruiter.
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This recruiter was responsible for an urban
ar2a of high unemployment and low educational
levels. The recruiter helped push the local
school board to begin an adult education
program in the area. As a result, the respect
of the community was increased and the number
of enlistments went up.

When a prospect was unable to come to the
office, this recruiter drove to the prospect’s
home and got him to enlist.

After being denied high school rosters from

counselors at three schools, this recruiter

failed to attempt to obtain the rosters from
anyone else at the schools.

Although this recruiter was able to enlist
many new people, he 1ied to and bullied people
in order to do it. He was later relieved from
duty as a result. ‘

An applicant had reservations about joining
the Army because she was afraid she’d fall

behind her peers academically. This recruiter

neglected to explain CLEP testing, tuition
assistance, and Army College Fund in
attempting to persuade the applicant. As a
result, the sale was lost.

When another recruiter requested a police
check, this recruiter ran the police check at
the police agency.

This recruiter kept school officials informed
of all Army-sponsored events and had give-
aways at the school, which had previously
denied access to the military. As a result,
the Army was permitted access and the
recruiter had ten DEPs from the senior class.

This recruiter was on the phone when a recruit
walked into the station. This recruiter put
the phone call on hold, introduced himself to
the recruit, established rapport, and gave the
recruit a brochure. This recruiter then
returned to the phone, asked to continue the
conversation later, and rejoined the recruit
for an interview.
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This recruiter failed to follow up on appointment
complaints from prospects and lost contracts.

This recruiter told an applicant about a
program which didn’t exist in the Army option
during the sales presentation. As a result,
the applicant felt that he'd Leen lied to and
didn’t enlist.

This recruiter wasted time all day and had to
rush to make the required three appointments
at the end of the day. As a result, the
recruiter failed to prequalify applicants on
the phone.

This recruiter insures that if any other
recruiter has applicants testing in a radius
nearby, they can share transportation back to
the recruitment station.

When contacted by black history officials
regarding accomplishments of black soldiers in
the Army, this white recruiter volunteered to
give a speech at the celebration and also set
up an information booth.

This recruiter gained the trust of a
suspicious prospect by using JOIN, providing
evidence for what he was saying (e.g., Regula-
tions, Occupational Handbook), and having the
company commander verify the information.

To meet the requirement of two male grad
contacts each day, this recruiter simply i
telephoned the first two names in the y
telephone book and then went home. This

resulted in no appointments.

This recruiter did not brief a DEPer on items
to take to basic training or the options in
the enlistment contract. As a result, the
DEPer refused to go to basic and was a DEP

loss. i
While canvassing an area for prospects, this
recruiter stopped by a tavern and had drinks
with friends rather than continuing working.
.
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This recruiter, who had made mission,
continued working very hard to write contracts
and assisted other recruiters with interviews,
area canvassing, etc., to ensure that the
station made its mission. As a result, the
station and his/her coworkers were successful.

This recruiter failed to notify the guidance
counselor about scheduling an orientation tour
to an Army post for high school students. The
recruiter and five students got in trouble for
leaving school and traveling without
permission.

This recruiter did not stop to pick up a male
prospect walking along the road. Later that
day, the prospect walked into the office to
inquire about joining the Army.

This recruiter failed to construct a Lead
Refinement List for the current school year.

In order to gain their consent, this recruiter
set up an appointment with both parents of an
applicant and politely and professionally
explained Army programs. The parents gave
their consent.

This recruiter scheduled six appointments in
one day in order to reach the weekly require-
ment. The recruiter was then unable to keep
all of the appointments due to time con-
straints.

This recruiter left the office while twelve
people were waiting to have their enlistment
applications completed in time to be shipped
to training. Another recruiter had to do all
the work.

When an applicant told his recruiter of a
hearing problem in both ears, this recruiter
said not to tell anyone about it. The appli-
cant later failed the hearing test at MEPS and
was left with a bad impression of the Army.
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After an applicant had completed but failed
the CAST, this recruiter told the applicant
that he had failed and terminated the
interview immediately. The applicant was
angry and emtarrassed because of the
recruiter’s behavior.

When sent out to area canvas for male grads,
this rrcruiter spent most of his time flirting
and talking with females. The time was
totally wasted.

This recruiter stopped only a few of the
students walking by the recruiting display
table in a high school cafeteria. The re-
cruiter was able to get only one appointment.

When interviewing an applicant who wanted to
continue his education, this recruiter
explained U.S. Army educational benefits that
met the applicant’s needs. The recruiter
addressed all of the benefits related to the
applicant’s motives, from least important to
mest important.

This recruiter consistently schedules two or
more appointments for the same period of time,
forcing him/her to juggle the interviews, thus
Tosing the opportunity to meet with the
applicants.

When going to the court house to do applicant
police checks, this recruiter failed to ask if
fellow recruiters needed anything from the
court house. As a result, other recruiters
who needed checks done spent extra time doing
them.

An applicant told this recruiter that he had a
felony charge. This recruiter disqualified
the applicant without checking on the charge.
The charge was actually a misdemzanor and the
applicant could have qualified.

This recruiter stopped an interview with an
obviously overweight prcspect by telling him
to come back if and when he lost weight. The
prospect did lose weight, but joinad the Navy
instead.
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Summary Statement Retranslation Workshop Insfructions
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Recruiter Effectiveness Workshop

16 August 1986

Sponsor: U. S. Army Research Institute for the
Behavioral and Social Sciences, Alexandria, VA

Contractor: Personnel Decisions Research Institute
Minneapolis, MN
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Overview

The U. S. Army Research Institute is sponsoring a project targeted
toward developing state-of-the-art performance rating scales for the
Army recruiter job. Today we are going to work together to design
rating scales that are referred to as behavior-based rating scales.
Behavior-based rating scales are a type of rating form that offers the
opportunity for relatively objective assessments of performance.

You have been asked to participate in today’s workshop because having
worked as a recruiter and observed other recruiters on the job you are
the best source of information about recruiter performance. The
information you provide today, in conjunction with that of the other
participants, will be used to evaluate, refine, and finalize a set of
behavior-based Army recruiter performance rating scales. Your
participation in today’s workshop is, therefore, very important.

Before introducing the behavior-based rating scale concept, let’s

look at some other kinds of rating forms. Examples la. and 1b. on the
following pages are called trait ratings because the ratings refer to
personal characteristics or traits of the ratees. These ratings are
highly subjective. For instance, on 1lb. each rater has his or her own
definition of what leadership is and what it means to be "good" vs.
"poor" in leadership. The rating form in example 2 is numerical but,
as with the trait rating scales, the rater is not given any
information as to what it means to perform at a poor, average, or
excellent level. When rating scales are not we’l-defined, raters will
often disagree on the performance level of the individual.

A behavior-hased rating scale is provided in example 3. Notice that
the performance category is defined by the behaviors that lead to
effective performance. Likewise, ineffective, effective, and average
performance is defined in terms of specific behaviors rather than
traits.

X
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ALTERNATIVE PERFORMANCE RATING SCALE FORMATS
la... Examples of frajt ratings:

Excé?ptg from a U.S. Army document regarding performance appraisal

Lower Senaca Town

August 15, 1913
Sir:

I forward a 1ist of the officers of the 27th Regt., of Infty.
arranged aggreably to rank. Annexed thereto you will find all the
observations I deem necessary to make them.

Respectfully,
I am, Sir,
Yo. Cot. Servt.

Lewis Cass
Brig. Gen.

27th Infantry Regiment

Alex Denniston - liet. Col.,
Comdg.

a good natured man.

Clarkson Crolins - First

a good man, but no officer.
Major

Captain Shotwell

a man of whom all unite in
speaking i11, a knave des-
pised by all.

" Allen Reynolds - an officer of capacity, but
imprudent and a man of most
violent passions.

First Lieut. Wm Perrin - Tow vulgar men, with excep-
" " Danl. Scott tion of Perrin, Irish and
" " Jas. I. Ryan from the meanest walks of
" " Robt. McElwrath 1ife-pocsessing nothing of

the character of officers
or gentlemen.

" " Robt. P. Ross - willing enough-has much to
learn-with small capacity.

2nd Lieut. Nicholas G. Carner

a good officer but drinks
and disgraces himself and
the services.

SOURCE: The First Recorded Efficiency Report in the Files of the
War Department, August 15, 1813,




1b.

Another example of trajt ratings:

Leadership
. X |
Poor \ Good
Aggressiveness
.L 4 —
Low 23 High
Self-Confidence
- 2 :
Low z’A& High




2. Examples of numerically anchored ratings:

a. Quality of Work

1 2 3 ( 4) 5

b. Quality of Work: Judge the amount of scrap, consider general
care and accuracy of work.

poor, 1-6; average, 7-18; gocd, 19-25
=0 ;

c.
{1 2 3 4 5] 6 7 8 9 10[11 12 13 14 15]16 17 18 19 2021 22 23 25
1 1 | 1 [ A | I X1 1 1 1
Quatlity BELOW ABOVE
POOR AVERAGE AVERAGE AVERAGE EXCELLENT




3. Examples of behavior-based rating scales:

A TECUNICAL RNOVLEDGE/SKILL

Displaying job and soldiering knewledge/skill.

1 2

4

HIGH

J
1

L]
J

VL___|_J

Bloplays iittle hnovledge sbaut

hav te sceomplich impertant wvork

. and slten falls te
perlern sesigrmante preparly due
to lack ol jeb/seldiecing ahille,

1s unstla te perfera allectively
without supervisiont perferss
Jsbaltsnka/asatgnmente aete
slevily than ethar first termers,

Dlaplays geed hnewledgs in
most sapecta of the job and
in seldliering, omd hae
sullicient skille te get the
sajerity of aspigiments dene
propecly.

Peelorme e«lffeckively with
little supervision on the
rejatively easy sssignments
but needs & supervisor's
guidance (or move dilficule
taske} accomplishen jobs iIn
about the ssne snount of time
88 other Liret term SHa,

_Names of the soldiers you are racingt

How effective is each soldier {m this performsmce category?

Dlapleye conaiderabla hneviedge
abeut how te accomplish lnpertant
wetk and tashs, snd has the
skille to conslatently get
asslgnaente dene prepecly.

Pavlorme allectively with very
1ittle supearvisiont acconpllishes
tasks and assignaente efficiently
slten such mete qulchly than

the averags firvet tata EM,

(o] o] (@] o] (o] o (o]
1. 1 2 J [} 3 6 7
(o] o] o (o] (o] Q o
2, 1 2 3 &4 3 [ 7
o) o} (o] (o] (@] O o
3. 1 2 b ] 4 3 [} ?
o] o] V) o] (o] o] (o]
[ 1 2 3 4 3 [] 7
o] o} (@] o o] (o] (o]
3. )} 2 b ] [ b [] p
B. l!llTlATlVC/EFFOI‘lT
Shoving injtiative snd extra effort on the job/mission/assignment.
Low HIGH
1 2 J A4 S ] 7
i

Refuses to volunteer for
sssignments or put in extre
houte and ellort; may even
geact with hosectle attltude
wvhen aghed to voluntesr ov
work long houre,

Clves up eseily vhen faced
with vustacles, sdveralty,
oc¢ discoafort,

Nawes of the soldiers you sre vating:

Volunteers fcr sume assign-
wints sid pute I extra
wlifort vhen 1t's very
lmportant to do so,

Rangs In there with
deteemluation when 1c's
teally bapurtsnt to ovarcons
obutacles un the Jobu In the
ticld, atec. '

How effective is each soldier

1___1____]

Volunteers enthualastically,
taken initiative preaptly and
effectivaly vhen opportunities
srfse, and voluntarily wotks
long, extrs hours io complete

Seaigrments, even without baing
ashad, )

Reluees to give in o adveraity
and pushes on with constderable
stamina ¢to avercoma all obstacles
until the assignment g
conpleted,

in this performance category?

© o o o o o o© : l
1. 1 2 )] ) ] 6 ?

o o o) o) o o o !
2, 1 2 3 4 s 3 1 \

o] o) O o] @) o O ‘
3, 1 2 3 4 s 3 7

O O o o o O o
., 1 2 3 . 3 s ?

o o O O o] (o) o
3. 1 2 b] & ) [ 7
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Behavior-based rating scales have at least five advantages over other
types of scales. '

1. Scales constructed to reflect performance requirements regarded as
important by those knowledgeable about the job.

2. Séa]es define in concrete terms the relevant and important
performance requirements.

3. Job experts {i.e., recruiters) agree on the effectiveness levels
of scaled job behaviors used as performance effectiveness "anchors.”

4. Rating task with these scales emphasizes objective observation
rather than subjective evaluation.

5. In sum, raters can compare the observed performance of a soldier to
behavioral benchmarks or standards of effectiveness, resulting in
more objective performance judgments.

Over the last eight years or so we have conducted a number of
interviews/workshops with recruiters in the Navy and Marine Corps, as
well as the Army, to develop behavior-based scales for rating
recruiter performance. This work has culminated in a set of eight
categories of recruiter performance. These are listed below.

Locating and Contacting Qualified Prospects

Gaining and Maintaining Rapport

Obtaining Information from Prospects and Determining Their Needs
.and Interests

Saies Skills

Establishing and Maintaining Good Relationships in the Community
Providing Knowledgeable and Accurate Information About the Army

Organizing Skills

Supporting Other Recruiters and USAREC

oo mmo pw>

Notice that the first four categories deal with the recruiting
sequence - from prospecting to closing the sale. The remaining four
categcries address other aspects of the recruiter job.

Each of these eight categories is defined by the behaviors that make for
effective performance as a recruiter. In other words, the categories

do not refer to vague personality characteristics or traits like
"initiative." Instead, these scales were derived through actual
examples of recruiter performance, given to us by recruiters.

D-9
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A few weeks ago (26 June), we asked Army recruiters l1ike yourselves to
review and refine the preliminary version of recruiter rating scales
and to provide us with actual examples of recruiter performance. We
revised the preliminary rating scales in accordance with their
comments.

The resulting recruiter rating scales are organized according to the
eight recruiter performance categories. These are defined on the
following pages. You will need to be thoroughly familiar with each
category to accomplish today’s task, so please take a few minutes now
to read through the definitions of the categories carefully.
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Categories of Recruiter Performance
Locating and Contacting Qualified Prospects

"Prospecting" effectively; contacting large numbers of persons
likely to enlist in the Army; skillfully using the telephone,
referrals, DEPs, advertising ideas, special events, etc., to
contact and get the attention of civilians eligible for Army
service; knowing where and when to prospect; ability to persist
in prospecting and following up on leads even under considerable
adversity; getting prospects into the office.

Gaining and Maintaining Rapport

Building rapport with prospects in the office; gaining the trust
and respect of prospects; adjusting to applicant’s styles and
acting appropriately with different types of applicants.

Obtaining Information from Prospects and Determining Their Needs
and Interests

Listening skills; making accurate judgments about prospects’
needs, goals, and desires, etc., based on good interviewing
skills; effectively obtaining information about prospects from
other sources (e.g., high school principal) to assess their
qualifications and needs; accurately assassing prospects’
eligibility for various programs.

Sales Skills

Skillfully persuading prospects Lo join the Army; using Army
benefits and opportunities effectively to sell the Army; closing
skills; adapting selling techniques appropriately to different

prospects; effectively handling objections to joining the Army.

Estab]ishing and Maintaining Good Relationships in the Community

Contacting and working effectively with high :chool counselors
and principals, civic leaders, and others capable of helping
recruiters to enlist prospects; building a good reputation for
the Army by developing positive relationships with persons in the
community; establishing and maintaining good relationships with
parents and family of pruspects; presenting a good Army image in
the community.

Providing Knowledgeable and Accurate Information About the Army

Displaying considerable knowledge about Army programs, schools,
educational opportunities, etc.; providing accurate information
about Army life; being up-to-date on changes in Recruiting
Regulations and on other directives pertaining to program
changes, eligibility for programs, etc.; skillfully relaying
information about BCT so that prospect/recruit is informed about
what to expect but is net discouraged from joining the Army;
answering questions about the Army in a competent manner.




G. Organizing Skills

Planning ahead; organizing time efficiently; completing paperwork
accurately and on time; keeping track of appointments; not
wasting time.

H. Supporting Other Recruiters and USAREC

Coordinating activities with other recruiters to maximize the
productivity of the station and company; using own skills and/or
time to support other Army recruiters when appropriate; pitching
in to support orders and directives from higher levels; providing
constructive feedback to other Army recruiters concerning their
skills, style, etc.; providing helpful tips to new recruiters.

Now, look at Figure 4. Figure 4 shows an example rating scale for
Category A, Locating and Contacting Qualified Prospects. The
category title appears at the top of the page and the category
definition is below it. Notice that there are three blank boxes
underneath "Extremely Effective Performance," three blank boxes
underneath "Effective Performance," three blank boxes under "Marginail
Performance," and three blank boxes under “"Ineffective Performance."
In total there are 12 blank boxes for this category.

Recall the example of behavior-based rating scales in Figure 3. You
will remember that the unique feature of behavior based rating scales
is that they are specifically defined in terms of the behaviors that
constitute effective, ineffective, and average performance. Each
blank box on Figure 4, therefore, represents a missing statement about
recruiter behavior. Likewise, these statements are missing for each

of the eight performance categories in another handout. In total, 96
statements are missing.

Your task this morning is to reconstruct/construct the Army recruiter
rating scales. We will give you a set of 96 cards with statements
about recruiter behavior on them. We would like for you to build the
rating scales by placing each of the 96 statements into one of the
eight performance categories and placing each statement at the
appropriate effectiveness level within the category.
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Instructions for Building Recruiter Rating Scales

You1w111 be given three materials to use in building recruiter rating
scales:

1) 96 cards each of which describes an aspect of recruiter
performance;

2) a blank set of Army recruiter rating scales - one scale for each
recruiter performance category; and,

3) an answer sheet to use in recording your final rating scales.

For each of the 96 cards, you will need to make two judgments. First,
you'1l need to decide which performance category the statement on the
card belongs in. Second, you will need to decide whether the
statement reflects Extremely Effective Performance, Effective

Performance, Marginal Performance, or Ineffective Performance in that
performance category.

For each of the eight performance categories, three statements should
reflect Extremely Effective Performance, three statements should
reflect Effective Performance, and likewise three statements should
reflect the other two effectiveness levels (see Figure 4).

Here are some steps to follow in designing the rating scales.

1) Become thoroughly familiar with each performance category so that
you have a feel for the behaviors it includes.
2) Read the statement on your first card and decide which performance

category it belongs in. Then, place the card on your blank copy
of the rating scales under that category.

3) Next, decide which effectiveness level, Extremely Effective,
Effective, Marginally Effective, or Ineffective the statement
reflects and place the card in the appropriate place.

4) Continue steps 2 and 3 for each of the 96 statements, revising
your earlier decisions as needed.

5) Fill in the answer sheet. Each statement has a number on it.

Write this number in the appropriate category and effectiveness
level of the answer sheet.

To be sure that everyone is on-board with what we're doing, let's walk
through a shorter example together. In Figure 5 there are two blank
rating scales and in Figure 6 there are 12 statements about soldiering
behavior that belong in these two categories. Please read through
these statements briefly, then look at the answer sheet in Figure 7

to see how a soldier put the scales together.

It is imperative that you fill in the answer sheet correctly because
your responses will tell us whether or not the statements are
appropriate for a category or etfectiveness level.
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Figure 5. Two Blank Soldier Rating Scales

C.  FOLLOVING REGULATIONS AND OADERS

Adhering ie regulotions, erders, and SOT and Jisplaying
respect for suthority. niew

1 Y 3 a s ¢
I

D. INCEGRITY

Displaying honesty ond Integrity in job-related
and in personal-mattecs.

T HICH
1 2 3 4 H
L

[
L | I ! L —
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Figure 6.

1.

2.

3.

4.

5.

6.

Foltows Army/unit rulas and regulations
almost wiihout fail, especially those

that are important for safety and security;
aluays obeys orders.

Can aluays be trusted to be truthful,
straightforward, and honest even when
own personal fnterests might be jeopardized.

Borrows military equipmer: or personsl
possessions without permission.

Always reports promptly for duty, formation,
appointments, etc.; can always be counted
on to be at appointed area on time; remains
alert at assigned post even when it is
inconvenient or difficult to do so.

" “1s often late and/or fails to show up for
duty, formations, the job, etc.; may leave
assigned post, in serious violation of
regulations/orders.

Sometimes makes up excuses to avoid duty
and danies responsibility for job-related
mistakes he/she makes.

[

10.

1.

12.

Statements About Soldier Effectiveness

Owns up to job-related mistakes and provides
complate and accurate information necessary
for administrative decisions.

Is always on time for duty, formations, etc.,
when it's important to be prompt; if late,
has a good reason; never leaves assigned post
or falls asleep on duty.

Takes extra steps to nrotect the security of
military equipment 2ixd personal possessions,
even when not directed to do so.

Is very careful to follow the spirit as well

as the letter of Arm,/unit rules and regulations;
not only obeys orders but does so quickly and
with enthusiasm.

Resists temptations to borrow available
military equipment or personal possessions
without permission; promptly returns found
property to righsful owners,

Tends to ignore, or otherwise fail to follow
Army/unit rules, regulations, or orders; may
display lack of respect toward superiors.




Figure 7. Example Answer Sheet

C. Following Regulations and Orders

High Performance 10 _3

Average Performance | -8

Low Performance 12 -
D. Integrity

High Performance -2 -9

Average Performance -1 ~1

Low Performance -3 -6 _

D-17




APPENDIX E

Summary Statement Retranslation Data




- 986 Lsnony g

SITY¥0931LVI JINVHYO4YUI
d43L1NY33Y AHYY

"OATIODIJOUT = § 0] DATIDDIJD

ATow313%X? = | wWo1j d3uel ST2AS] SSIUIAFIDBIJD pue ‘j-y 2ae satioFajed aourwaojiag

*(19A9] 8S9UIATIDAJJD) [PAI] SSIUIATIVAJ;id 3B % /(L10903rd) K103038d UTy :sT elEp

28343 103 JBWIOJ 3yl °T[9AIT SSIUBAFIVAIJD ae[ndrjaed e e Juowdlels Licwwns 3 paserd oym
3uad13d ay3 pue A10893e7 duewiojiad oy3yFoads e OJUT JudWIIRIS Kiewuns ay3 peaoejd oym
s3juedydyiaed a3yl jo 3juadiad ay3l 93IWOFpuf JuswWalels Aivuwuns yoed 03 3Ixau papraoad eieq

E-3




- RIS QW SYALINKOTY ¥3HL) ONILNOIANG

STIG ONIZINVON)

ARl 3HL INOGY NOLLVWYOIN] LVANOY GNY TTEVIOCTIMONY ONIGIACY
ALINW4O) 3HL NI SAIHSNOLLYIJ G005 ONINIVINIV{ NV ONIHSIVLS]

STING STIVG

SISTUIIN] NV
SER] YIH| ONINIWMALA] GNV SLO3dSOUJ WOtd NOLLWWMOIN] ONINIVLS(

180ddvy| ONINIVINIV] G\ ONINIVE)

S103dS0H] @IJITVX) INILIVING NV ONILvOO]

FONWWHOAE] HELINKOTY AWy 40 S31¥093LY)

Rl

E-4




L pkikee

|
DL ADUD0N

| . £)eh (n)ts [\ 8)00s * z
?\ tv\ ?\ bt / @\:\ (w)ool ‘g8 \EJen ) \.W %
*$3INI2J ‘S0 *s3sadsoasd ,
1243U9100 3O $32M08 InNOQe IBPI)AOUY Buysjwoad UIAI ‘3pra) wo dn MO)jO) O3 S|y 03 Bujxie) UIYN PIJOog pue PIISIIIIULSLP ;
$ye) snyl pus “suoz Buy) NSO sAenje Jcowie 133G/eil 03 awod 0) s)dadsosd punos Aew Jo $)182 xew 03 Jueisn)Id
URd YN I8 jue; SW0DIq O SYie] 403 syjen 131003 Bujydadsosd may Auaa sasp 2q Aew 13138 Buj3dadsosd Jood sassassod ©

JUNWIOSJ0g A} YD) 33U

-..o i | w
] \ 2 4
() %m@%‘ {9z 22 €)8/(W)ce £ T - (FT5€ [ vree 57 m
08 ‘“
9312 SujyIom0S SBY JO PIISIIIIUYSIP 74
3§ oun uossad & yIjn swyy spuads el
20 ‘s3sadsosd Jay3o Buyide} *spea) BUIU)BIQO U} $IIYIO JO $IINIJ :
-u03 g0 ssuadxs ay) 3w 3d3adsosd ¢ *Su0§3e20) jemiido Uy $3dadsosd 40 9sn pool axes J0u sI0p pue sped) Guinsund m
YN swi3 gorm 003 spudds sawjjswog ° X038 Jou $30p Inq ‘Buyidadsosd 3404)8 s3sax3 * U§ S5 680N Pus MO|S IBYAIWOS S| ° 2
U034 YeupBiny w
g4’y s A m
-~ - ’ H nm 4\ f B . \I.m \ : %
(7 vw\ (V70T 22 \J*€ (¥ [(v)eb ¢ QA ymv\ (o0 99y o ~
*uosJad ,
U} s323dsoud 03 BupnIey AQ JO AJaA}33s)0 “s3noBusy uINOA 32 S33A0)dsa pue s Z,
*$31NJ394 je)3ueicd suoyda )93 ayy Bujsi Aq 831450 Busl NI ‘S3UaA3 sis0ds “$23)4j0 Juamhojdeaun se yns s
uo spes) Sussjwosd dn smojjog ° Y3 318|A 03 $323ds0sd sapensJad U0 ° Buj3oadeosd Joj $324n08 Jo Jaqunu 8 SIS ° >

SUSNIOS S04 BAL333543

g0 ‘L9 .
— y - /
eh (Vo5 (ppor g [ ¥t [W)eo 4
Jou0ssad ‘3328303 jo0yds ‘1IVIY ~Awsy 343y ujof 03
‘Sugsyiseape ‘epusd 3>adsoad/yod A1ax1) uawon pue U SunNOA PIgjiiendb Jo sowcu
tA19A11395 42 81003 Bugjdsadsosd 398 03 4107430 Uy padwid 0 A13U3334 P INIIAI *$32adsosd Bujieo] ul pus Amsy ay3 Bussiisaspe
90 KIF[FRATE Supsn 30 3dape 85 ©  SuoSsad IO $)R4IDJRS 4O ¥SN INOIIIPN[ AJdA saysy * U} ABJaa pus A3 nuabu) 18u0y3dadxd sAeids;g °

SOUBNIO}J34 BAJI3})3 AJawaldx3
0l 06
*a3)4j0
) 0Jg $330ds0ad BuiIIeE 1A313J3ADE 2]1QEIIPISUOT JIPUN UIAD SPEI) WO dn Sujmoy104 pus Bujldadsosd uy 3sissad 03 A3jyiqe ‘333dsoud oy

DY PUB S0 BunOUY 30JAS8S Y JOJ 21Q1B119 SUR}IIALD JO UOIIUIIIE Y] 3B PUR 3EIUCI O3 ‘°13 ‘S3UdAI 19433ds ‘seapy Bujsjisaape
8430 "S1825958. ‘suoyris)e3 ay) Sujen A)Inj11408 fAmly By3 Uj 355)U 03 A)axy) suossad jo sJaqunu #8J9) u._._uuo.zku AJ0N1399) 48 WBU}105d301dy

$10345084 031417VN0 SNILIVANDD ONY DNILVI0Y °¥Y -




() 001 \AQ o0 Hh

*Aen 9)qeuossaduoy ‘pajzasaugsp
¢ ug suciisand gsancus pus Bujlsaw
19§34ug vodn 834 jodey pus p1od st °

1es ey
\ (14 o)t (gos e

cuosJad oY)

Ul PaISasAuIsIp Buisq jo voissaidey ue
A6 PUS MIIAIIIU} LS BUlINP $IJINP IO
wi0jsed J1Im 20 UOSIID JIYIOUS MIIAIIIUY

03 N3;AIUY BujoBuo ue Jdnusaul 1A

SIUSWIOS JBg BA}IIIS3PU]

2404

(h)23/@¢%b ‘g

u°$J31p;'s poob, 3q 03 ‘Iy6)s 384)) 1® ‘woas
Jou op Oyn sjuedjjdde 03 Ipns s 40 sasouB] °

(/e TES 5T 78 T2

*Suyysads 5} sys/ay o)
Juedy ydde ue u&:._ouc_ sowjJowos 11 )n
‘s)dmens s04 sompy 38 N0e3N0ISIP 3] °

(7€ (g L9 \ S

S.3usdjjdde Us $31a8405 sSawilawos 3dadsosd ¢
YIIN UM PIISIIAU)SIP Ssexkls A11euoyseddg °

. . USWI0$Ied |eujBiey

g0 'y’

[
(57 3L ()07 25
°3244038 Jen BU}1}12) J0 y233ds ‘Buylaasb jo
SRAEe ¥ S8 YOS ‘3egsdosddeul s1 ‘sowp3 38

‘yItyn suossad 118 Yipm yoeosdde piepusyis 8 sey

GTE \Q\ ToE

“Asn Apusysp pus auEn ® Ul ey}
YN S33850) pus 831450 M3 I3
OYn SuDssad JTOW U ISBINI| SNOLS

{ |
@ (7E5]( a1k 2k
138 U} 3] poob
NI 8 saysin Aymaen ‘aydwexa s03 8313

~JAJIOE JUILINIDAS S UJ ISISIIU| HAOYS PuE

$430 JO $323dsosd paenol UJIIUCO $SISSINIXT °
PIUNWI0JI2g IA1139453

A..oso

S
(V- @ 0 oz

“831440 Y3 JIIUD 18444 AIY) uIyn ased 18
$333dsvsd Ind 03 2)qe sAsnje 3sow)e S| °

w93 Ay e}
~sodugun oy J83108 ou ‘Ajjied pue
41931 10d susgisand ,s330dsosd ssamsuy °

Suj3de pus 831438 &, umd)1dde 03 SujImnfoe I5358dsosd jo 35adsaas pus 3sna)

“331 440
M) Uy ssaydsome Alpuajis pus ‘snN023IN0D
‘as30u1s # sujsjuiew {5393dsosd jo sadAy |18
Wign Buglde uy Auoyd Jou Inq ‘siqeidepe sj °
BUNMMIOSI0d BA}2139453 Ajamdsng

L]
0L 06

19044V JNINIVINIVH ORY DNINIVS °8

c%mafcs &2
°L338J 119 j0 suossad
YILm A19A1329449 Adaa sieap ‘A3 euossad Jo
‘a3es ‘punosbyaeq 4)ay3 jo ssaipseBas ‘xie3
03 Wy) 6ui3Iab pue ased I8 Wyl Buyllas 3w
ddape sy fAyeejadosdde s3anisosd )18 s3aasy °

.-u.lu:&- $0 83dA3 3u353431P YIIN Aje3eyadosdde
ay Bujuied 2831550 oy uj -uu!-.ek Y34 Jsoddes Buip)ing

E-6




A L]
( ( . m\am;om\q bt ‘2¢
AM\\&& .AQ%Q\Q\QM ‘ Q\\u% P A A V ﬁ w *$3)nsas A&Mm &\ Au\ 9% ‘g
1SV) uieIqo 03 14v) Jo 3s0) pus A)sadosdwy JSY) \
‘UE POISIINIUL  SB3SjUsNpe Aem ‘03 Op 0) Juwisode S| 31 WOYn LI
U Jo s05 Pt} J0u Jaylge SPIUII3)34 %33Yd 0) );8) Aew !sjumdgidde *aAglom Sutdng Jueuiwop Ay 13udpL 03 aqosd
S uedydde swesbosd s3saténg - IN0QE SJ3YI0 0SS 91134) AJaA Sused ° 3,Usd0p I3353J31U) PIINIS ,SIuedy(dde sauoub) °
IVBNIOSIDG BA}ID2) U]

20y

_ ¢ ‘ , /
?\mw. jTe .\ﬁo\@\\ ‘04 @%ﬂ.ro\ It ‘49 (njer "\..,m\ PT[OJ = ¢

cAusy sy puw *swesf0.d 23wyadosdde puaueodras 03

19NPIAIPUL 343 40} y2)ew pool @ Uy *$303Yd 18NPIALPUL 343 3IN0GE YBNOUD LJEI) sAenie

INSss 30U op 0yl swesBosd s3sabbns Asessadau sxew sAen)e 30U sP0p Ing Juedy dde 3.usdop lyBnoua %183 Juedjjdde Jo s3sadsosd
40 Ajssnisussd sumsSosd sysstlng ° UB IN0QE WJER] 03 SIIUDII}I NI} 8 YO Asy * Bu§3ia) INOYI M Yo 003 SXA183 SIwijawog *

U0} S04 Jeu)Bisy

§dJ0 '’y g

(97 .mmmumm.wﬁ 2)98°27 m«\,sm'\.m\\.»\ths _m."@,eh e (Z]2¢ \r/&mc FE i

cA)aadosd 13y) ssassjupe ‘Asessacou ase

*$013}11qede> pus ‘s3sss0)u| “spesu $YIYP 314133ds U SMOUY {JUIWIS)|UD .0} "$383J23U) J13Y3 INOge
$,3U8) jdde 243 JO) POIINS [iaN sus A311Q18119 Jpay) sumsazap 03 sjuedy ydde suojisanb syse pus Awsy ay3 Bujsap)suos
w3 swesboxd Ausy Ajs3umpy o3 8944y U SRONYS AIesSacsu Sayem Aj3uais)suo) ° 40} SUOSEdS S)ENPJAIPUL O3 SUDIS}Y °

USNI0S 84 871339553
g0 °sL’9

7T ORI BRUCIACVIES

*Smnsrbes wesosd Ausy gyn SJAIER J0) SPOIU ‘8 qudyjdde

NSV} $,2um3¢ )dde U8 SIYDIWS N YUY ‘puUs 33111)1Q8 ‘S133493u) ,S332ds0sd *$3131)1qedes pue
A13s8s Asoa Lispymor 03 swesBosd INOGE UDJIMIOJUS JURAD|SL SUIRIQO SNY) Pue $182J21u} JI4/S1Y PUE UO|ICWI0 | IALIRBIU Pus
IN0GE SUL35a8Ens SN Myew 0) Jaume PRISAINIUY AJoUInua ‘39948 1p ® Uy sA13sod 410q 5183434 Juwdrydde Jey os B!
$330dsesd w04y pessyIes uo(Iemsosuy SHdsed DUS ‘SpuBly) ‘Si9yIea} ‘3I0)IBN0D 4814 Y3 3@ SuoyIzand 3.4 ) SySE LAYy
SA)US pue Ssquens A)ue)sisuo) © 100108 ,s100ds0sd yiyn sy)e3 shen)y ° Pue Jued)idde 03 A)an1IuU3338 SUIIS)) sAsnpy ©

SIUBNIO} 104 BA}3I05 53 Alawdilx3

04 06

“rwifosd srojiea Jos A3y119)8418 ,83zadsosd Sujssasse
A1ssmse spesu pus Suojeatsjienb oyl ssesse 03 (13didussd Jo0yds Y1y ‘°6°c) $33.n08 JaYIO LOJ) $3590304d ANOGE uojINIOsU} Bujuieigo
Ajoni 179549 281149 Supmeaseny poos wo POSEq ‘-3 ‘SeJisep pus S1e08 ‘sposu ,s$328dscsd noge s1useden{ sieside Bujyee 511438 Bupuaisyy

SISIVIANT ONY $03M ¥IINL ONININEILIQ ONY $134S0¥d WOUS NOLLIVMUOIN] DNINIVISO °) -




(5905 .«?\&.\T\@ .ﬁ?\nm ‘or

SR 341581 SN ‘Pueiq

¢ uy sweslosd pus s3jeusq ‘as4)

Ansy 8qy2933p Asw 2353dsosd seindy3sed
2y3 03 Sugjeaddeun I8 JUSAD|IIS|

828 WIYN 831 Amsy 0 S)3edse

40 $340u0q 30ziseychee Ajsuenbesy ¢

_—

(71¢/(0) 011 -3¢

*UDIIINIQO Ve $83€3S 315adsosd LY
UO|IBSS3AU0D ¢ PUD Asw ‘Amsy 343 Bupujof o3

U0 332(q0 spusy 03 S)qgEUN AjJuanbass sf °

UBNI0L 184 BALIIN) U

2404

(954905 \ (3) v R& Wi b5

*341) Assy jo

$333dse jurysodw) JaY10 3G1IISIP 03 313318y

23y Jo4 Ajy1enb 3,u0p Aay3 uvays s1radsoud
$350] puUR wWeJBosd I§4)0dS © $113533A0 U0 °

(#)95{(€)5E](3) m“ﬂoxon 75

*soyeu 32edsosd @

9))) Amsy 0 Sws}343193 sssoul) U0 °

£ /
(&/et[(Q) 001 79
“3S11UD 03 Apeas sJv Aayl Ass
Asyy 49348 833803050 11935040 Asw ‘e)dwexd Joj

fa)e8 @ 230]0 03 $2)3jun3soddo Sass|w Sawjamog °

2USNI0) 334 JeusBiey

sS40’y ’g

(cist evw« )L
f\ \ ﬁ \Ju&.umh J91nd434ed

34l 03 payIns sAsnie Jou s§ I8yl Aen B U}
851) pus ‘sumiBosd ‘$3§jauaq Amsy $3qiaosag *

i ) P
(VT[T e T
*Amsy o3 noqe
NBY339{ye pIesy AjJsanbess o )pusy 03
possdesd sy {11on 851) Amsy $3q4239p
£330dsesd ¢ spensiad o3 Ayexiy

$3§)0U8q 24 5190d8 SUS)IUSE USILD °

G ) £5 /(T 091 95

*Amsy sy Bujuiof INoge uojieIuasId
88108 Bugouiauod ¢ Bujiuasasd J33je 181U 03

Apeas 83 sys/ay 5y 33edsosd syse Ajjensp °

SIS IDg IA}139453

g0 L’y

Pt (R (Tes 5

~Amsy ))9s dyay

03 A13A1332)59 %00q $2)98 343 JO NIOF SISN

2351) Awsy 03 pus swesBosd 0) JuEAI|aI Sw)y)
shoys swesBosd 18J3A28 Bus))as jc 9)qeded S| °

(ves e (77 O e

*35adsesd e

Wjaues 03 ASN1] 1908 $3)J0Uq MSSY)
9551 00p) A)3e3S)ouns £33edeesd

S RNIN BuLy)e) 3) ;48 YOS 03 S0

apnjauy o3 oydesd ¢Sy o1 Ien( emouy °

CTEE[ @02

w o8
a3 Buyso)d, 18 JU9))3I%2 81 IyJomsaded
o) Buyssaroad 3se3s pus LojIeIVISIID

$3)08 43 930]3 03 UM SnOUYy Shen)y °

PUNNI0JI04 BA§IIIS 53 Ajrwesixng

0L o4

. “weJ604d @ Jo Amsy ay) INOQE SUO§3III(QO

Sugjpuey us %I1nb pus 31133548 A}1euoyidacxe

$§ 333ds0sd yoed o) Asn Bujdujauci pue

#30)sdosdde e Uy 35)) Amdy 33qgaIsap !/, 1 end

Jou S30p ByS/ay Yy Joj weiBosd JUIII 4P € WO

338 8} Juedpjdde ay3 LAY UIAD Jue3)idde ue 0
weJboud #39)sdosdde Aue 3sow)® ))as ©) 21qe 5] °

*Amsy o3 Buguiof 03 Suo§3Ie[qo Buypury A13A1339438 (8)0ads0sd JUsSasslp 0) A1938)ad0sdde senbyuyse3 Bujpyas Bujidepe
$5119%8 Buyoe)3 Jdmsy Su3 1198 03 A194)3305)0 $9)3|UNJI0dd0 PUS $3})0Nq Amsy Bujsn SAmsy Sy3 ;o[ 83 $32edsoud Buppenssad Alimnas

S8 S3WS °0

E-8




(6) mm\@ 00! 24

*SujI NSNS 20 Ay ) S0 BX|184P
ssasins Aew (Suipaads 30 PaIeI§XOIUY
ayyn Bugagap ayy) sbujyy Sugop Aq

Amsy o) po sbowy 3A1IVEIU SIISINY °

(M 2e[(3)2b 45

“PaINPaYIs S| ays/ay Piyn Jo) sSuosIRIUISIId
6ug3INIdIs 38 Jeadde jJou sd0p ljooyIs JO

.. dosp 03 SIUDPNIS J00yIs yBiy Bugbenosud .

‘uojioEsojuy Suipusedp ‘Alapns Bugpuodsas
‘suoyisand J1ay) Gugsonsus Jou ‘wayl Bujsouby
AQ 34n4335 20 Juedjydde ue 03 Jue)sodey

0ssad 40 AJjurmmod Uy suossad SI)eudyY ¢

BUBNIO} S84 PALIID)j0U]

2404

¥

(195 @ 05| (5t '3

*31doad Buiidow
pue 1no 6ui33a8 jO pedIsUl JEI UL pUNOIE
$IA)Ip 33udwabebud Bupyeads 3dadoe jou

$30p I3401a5un03 J00y3s yBSjy 3o€3U0d Jou s$0Q °

“posisi1ue Jo3yinep SO WS
21041 P9 ui aesbcsd oy pue Jusy
Y} INOQE USFINWIOJUS BIOE JO) POV
s,Ajjae) o3 03 13910 shen)e Jou ¢

28403404303 Amsy 3410 30 Wiy peIS|sSe

sasy oW Su0Ssad 03 $59339) WI0)
puds ‘9ydue:d 04 A3 JuUnmmod syl U}

suossad 03 snoelmelsip ‘sseil 38 ‘sy °

CiE\Tes 72

"SU0§IRY AU} Buyyeads .

sydaroe L1405 A3 junemod ay3 Joj Bujylawos op

03 POYISCIddE UMY (IS ISYIUILN 5§ PUs Auly BYy)
s3owosd 03 swi3 AINp-4)0 SI0IUNOA AjaJses lAauy

o3 s3omosd 03 $9j3jun3soddo 03 34219 JoU $] *

UNNI0} S04 JouBiey

g0’y 'g

T \ G

*3uen Ady) uojiewlsojul Jo) Bujljen

w3y} sdady !3518)3))j0 JOONIS $3IRIL0D A)Ised

2padoasspIapun pus JueisIp dJe Jurd))dde ue o3
Jusisode suossad pue $10) YI M SdpysuOIR]IY °

- ﬂ.u\ Iz \A. 3)9& 37

“hasy o3 IOQE wuogIsend
Aus samy Ay 54 1183 03 3dedsesd
@ 03 3wisodey suwssad Jay30 pus

‘ss0)00une3 ‘s)jedisujad ssbesnsiuy ¢

Qﬂi (7 ew\ (Zjoor &

*$313§A§30¢ Awiy JO pIwIOsU}
Su0sJad JUEAI)IS 3d33) [54N0) SOIEINDPI

S8 SP131A1338 Anly WONS $]0) JO) sIBussly °

BRI} I AL3I35)3

g0 L9

‘SUOYIUNY J0I 03 WYL AUy JO/pus ‘way) 03
‘2312 ‘suoling ‘sxo0q Judwiujodde ‘siepuales
3INQLIISIP ‘WIYI YI A youn) A)jeuossad Aew

2510521440 10048 JO ‘IJudwuIaN0B A3D ‘ad)jod 38

UINS S)IEPIAIPUL YI|A Swy3 3A§3NPOS Spuads °

P

AN‘NN .- N \N ‘N uNu oo/ .Wﬁ

.0: ni
“Sus}302090192 ‘s130f0sd A3 jumesnd wo

NIOR 03 3mj3 AWp-4j0 senmien Aoy °

*AJpunemod oy uy sbewy Amsy pool 8 Bujjuesasd Is1dadsoxd jo A)jeey pus siussed I n sdiysuoiIR)as PooS BujuieIVlew PUe
By qeIse LAyprmmod a3 U) SSsad 43 |n 9digEU0) 31018 M[31isod BujdolaAsp AQ Amsy Sy3 40) WOjIeINds poos ® SuiplIng 2s338cisosd 38} jue 03
8383 )05305 Bugd)oy 0 S)GEdEd SJ04I0 PUB ‘SJ8peR) IJAJI ‘S)8d)pId PUS $I0)UNOD JOONOS USIY N3N A)BA}339)40 Sujyion pue Buj3sejuo)

ALIINNAGD s NI SJINSNOILYIZN GO0 ONINIVINIVM QWY ONENSITSVISI °3

m TE \nug 05705~ £

*UDJINNIOJU) ABIY JBIND ISOW BY) SIINGIJIISIP
sdenie 23) Bujop 3)4yn Amay ay) Jos Spudyy)
soYou pue Amay Y3 sPIomod AJaALioe limay )

Woge I41nd syy SUIEIOIU) Uy BALISACU} ST °

UNI0J S84 BA139443 Ajsmeasyn]
6l 26

/.
(758/(@)<r €2
*$1049)34 Buj)IaB Joj JurIsodw)
20 Oy 33420 pus ‘suossad ssaujsNg 1820}
‘s3390d ‘sjedjoussd ‘ssayed3 ‘siojasuncd
10048 43 }n sd)ysu0}I€)aJ JU))aN2 BuuleIu)Ee
Pus Buj3eA)IIN0 38 Jdape A))suoyidacxs ) °

S

o
o

B S S N




?\ww\w&mr ‘tt

IO JIANU WP

SJUBAD 350dxd 03 SIINJIIes BGiINE> SNy

‘uoiIsmsojug 23emadeu) sapiacsd Ley *

(et ()28 sz

‘P3jjI1eND $§ Juedgjdde ue Yy Jo) BIY] 4O
Ausw 3q)4%3p 03 2)qeun $) o8 pue ‘swesBosd

Ausy Inoqe SujuIe) U) JW§3 2133)) Spuads

SIUBEIOS I8¢ BALIIDSJ0U]
2|

€)% ‘(25 )(998 "cs
*333dsosd ® 01 JueAI|IIdy

Awsy 343 jo s)dadse saqiaosap /538 inoqe
ued|jdde 843 2149 03 S)jes lAauy 3yl us 3y

Jo) siued)dde 3Jedad 03 s)je; Ajauanbayyg ¢

AQ%. £ &\ﬁm\me th

“husy o)
#0 S31j0ueq pur sumsBosd Auss INCGS

S1qealipejnouy S0 peusosu| 1108 J0u S| °

@mp\. (775 53

*332 ‘178 ‘sesisBosd Inoqe

UO|ISNIOJUS B3BINIINL| SIPIAcSd SIw)jawmog °

. 9USNI0)i8¢ (eu|biey

g 40 'y ‘g

/

" i 1 \
»Q-m..nm\\.w nnC b 19
*939)M00U} U} jO e SUOy)
-d)4039p Ing ‘Amiy 3yl U} 93)) pus "33} 3uaq

hm:?\ﬁﬂ%dw e

*338 s3ydadsesd

e, 15arb I3sem ssmeus A)weyscoy °

PR PR )
T2 FeT(JJEE "og
*$359dsosd 03 35)) Amsy
pue 133 j0 sised 33q)s3sep ‘sIeiudosdde U

23380024 W} NI SO SIUSIY(dde sdsedasgd

SIUBNIOSSDd IAL3I9443

gJ0 L’y

?\n\...ﬁdw&&. ) AT G

o3 SUIINIIes Buysessoep
IIEN 01419900 99 O ISWIO U
Ansy ~wu o8 Sused) pus sajpryg *

" Bupujef ey peSesredsip s0u sy 3nq 35edxs 03 30yn 3n0qe pewsoju)
ssnsBesd o) A3111918119 *selunygd aesBesd 03 Bujuierisd ssaj3es
Ansy INGGS WHYINNIONN) PISINIIE Suippaesd (239 ‘sey3jumysoddo JeuojieInpe ‘s100yds

‘swesBoid ‘103 jO $303dse 2}}193ds SU0)IUIYN °

IAd.«N«.ﬂﬂu\_w& 00T e,

*sweJBoud

Amiy 11® jO $I§50q Y3 UO JUIIIND 3dIDY °

[
QR IR Z

‘poyse uayn pus s1e(sdosdde Loy LO|IeMIOJUY
9)2)dwo3 pus pe} e3P sapiaosd luoiemioju)
3304500 343 W)BIQ0 A)IIBPoes) UEIIIOUN
U 1-339 ‘UoslIeINPS ‘$))jaulq Amsy 3noge

Uoj30uI0su) 23eune SapIAcId A}IuRIsysuc) °©

SIUBNIOS0 BAJIID44T AJow0s)x]
0L J0¢6

1P 40430 UO pus suojiejnBay

I
(75 [(IT=% 07

‘ ‘¥4, -~ Y pus 1og
8‘3.!0:&.8..10&3.‘8.35..33

“1nouy MO O 353G 3y) 03 pue ‘A)isaucy ‘A)

-8300n308 9))) Assy $3q)J89p A)Iua3sisuo) *

cJouuew U3adN0d § Uy Ausy 83 INOGE SUO|Isand Bujsensus ‘Amsy LI
S| 31n3393/333dsoad Jey) 08 136 INOQE UOLIBESOU| BupAS)es AIns11108 2938
Buya ey uy ssbueyd Lo 23ep 03 dn Bujeq a5}y
‘swssliosd /msy IN0QE 86pRINOUY 91PN Suyisidsyg

ANIV ML LINOBY NOTAVMNOINS ILVINOOV NV 3 IBYIDGIWNIONN DNIQIACNE °3

E-10

m
=
%
=
=)
%
7
.m
m
P
t ~ '
>
%
m
%




Qq\ oo\\?w 0ol ‘T4

*op 03 Jeyn PO} 3G O3 SpIau
‘2wi3 yijm Op 03 JByYs MOUYy Jou $30Q °

(¢) 2¢ :Q b9 \Qov oQl “J£

*sjuawiuiodde

sassta [19y1a603 A)aso}d 003 siu-wiulodde

FINPAYDS Jo ‘AWl wes Iy} 3¢ On] 2)NPIYds Aew oS
pue ‘sjuawitjodde jo pJ033J B ujejujew Jou $0Q °

IOUCHIOS 424 IA}3IDS U]

¢ Jdo |

(g)2¢ A?\wm\ CIEI

*sSwio AJBSSIIN YY) 1)@
939)dwcd 03 5396405 A)IUaISISuod 239 )dwod
-U} 349 JO $10.142 UIRIUOI AJqelieAu] S3axoe¢

A.n\. w&\n._m\ 0ol 25
‘SIUIAR SO

Bugsapisuos Inoylin “°23a ‘s1easAyd
‘syvamjujocde 21npaYyos 03 spua) °

(7)7€ £ A....\.mm.\ﬁ@\ 24 -l

*uotaejsodsuesy yiim sjuedyjdde pue s3ydadsoud
Butpiaosd awi3 Jo jJunowe anpun us puads IyGiw
‘?)dwexd 4oy lA)asi1m Jwi) peap asn o) s|iey °
" 33uewJojJad Jeuiblen |

S0’y g

, (, /.
L4 M R B T ] .
(FJ7E (FT2=[ () 00T = &
*$59204d JUawlsiua Buide)
-9p ‘uieEe UL JUIS JOU IJB SWIO) JWOS JUOCWNOI
9Je $Y3d pus sisyoed ul $SJ0449 3wl uo jou JO
‘Swyl u) Ajaaeq Isnf Jayiyad yJomsaded $333)dwo) °

E-11

V)
(y= G771 ()75 5<
cAsn 3y} Buo)§ S0 YI N $133W UIYjO
‘S1183 U0} -$0-170 WO $333dsoud Jaaw
03 A)a)1] J0U U sawy] e yJondaded
$P0p 15138191450 W)Y Shn A)jeauag ¢

4 / i
rN\ ch\h.w\ o9/ -9 b
*s1ea1sAyd
juwaydde pue sjuawugodde jo pJodas e sdaay °
AJUBWIOSII4 IALIISY]

g0 ‘L’

L

2] .ﬂ.w\ (Z) G0l <3

“awi3 uo yJomsaded 233)dwod 03 auoyd Aq
UOIIBWIO UL 333110 ABW ISJ0JII M3} YILIN
JwWEl Vo °°233 ‘swioj ‘siayded saiajdwo]y

*£)593 AJeSSIINU Jaylo $333)dwol

‘an320 91NPayds A)jep Uy Fabueyd
uayn 151826 UDIIBIS PUR UMO GAIJYIE
0} Japio U} Way) smo1)oj pue ‘sueid
AVjep pus ‘A)pean ‘Aly3uom 838jAg *

mﬁwm\. (9 ceT 42

*6ujysedap 03 Joiid 3319)1dwod s}
yJonsaded )& ‘saed) uo BuloB uaym ‘ajdwexa oy
3wy uvo pue A}133184n22e yJsomsaded 119 saystuy4 °
FUCWI0JIad IA)I3945T AYuadIng

0L 4046

R [ N
(JeE] (3758 ik
I FITJETYEE)
ISOW W13 $JBYIO puUB UMD ISN O) JIPLO
ul A)asin ‘*032 ‘siedysdyd ‘smalasajuy
‘sSBullaaw SIINPIYIS {SAEPL10Y pue SIUIAI
Ausy pue *1ooy3s ‘AJjunwuod JueAdlad jo
JEPUIIEI AIVINIIC PuUR 213)dOI & SUBIUIRN *

*omj3 Sujasen Jou Isjuamujodde jo %oe43 Bujdady awiy Lo pus A)23eundde ysonsaded BUJIIIAEOD {A)IURED!349 Swpy BujziueBio ‘peaye bujwue)d

STTIXS ONIZINVOWO D




. \
. eMs.(h)hn [ (H) oot 1/ en' .
?\&\@ 001 ‘74 & Ae\a.\ rore sior o (&2l (n)ee \@8_ Lt

49430 05 S2121ydA 3y} dn Buthy Jo ‘suaylo

*SMILAIIJUL ,SIITINIIIS Y3ta 3npayas Guileu;pioed pue bujlesunuwos "peo} Builinisad ayy AJled Joy3io $32)

J3y10 3dnaiaiul A193ejadosddeus 30U ‘popuaiul woyM 40§ Suossad 03 sIGessauw {30u S30p UOLILYS YY) UIYM SIAYO we)q 03 Yoind

Agw 1$J33§nJ334 4aylo Y3 in Buoje 3136 9A16 03 6uUs1IaIbau ‘auoyd ayy Sujsamsue S| JO 3483 J,USI0P JIY3 3 pue S]POS SIAAYd”
LUUeD pus jeiuIwesadwal AJIA St : 00U AQ 140432 UnOJB Y Y3 SISRSSAUL ° Uo§INIS UdyM 3J1PIJSI Jeuossad aje3 03 yond s]

FUTWIOS I AAJID3}3]
240}

(asiEp7 [T=o e (g (e I

*qQol 243Y3 UseI] $4331NI03J

‘mau d)ay J0u saop Isuog3sanb "3l Juem A3y1 40 pIpaIau St 3
13433 1N4334 Jo4l0 03 sasuodsas *Jucw Uaym SJ931n4234 43430 03 XIeqpaa} apiaosd jou
snonByque $aAL6 ‘papasu s§ diay uayn -jutodde ue 396 03 Wil PIINS NJOM 03 6uiacy 4o S30p Ipajueaden 3,uSt 31 UIYN UGAD ‘SIIIINITII

J331NJ33S JIYIouUe 3S|SSE J0U $I0Q ° $3x0q UofssIm/sejondb uoyianposd jnoqe sugejdwo) ° 43430 03 xIeqp3ds aajyebau saa(b A)jeuopsessg

JURW 193499 eu)bacy

§Jo ‘y ‘g
vl ] . 2 |4 — L .\u& h AT

(=75 [(F)o 27 CTe5|\FJ oo 5 (T e 2%
. Lan]
*pIVeLIIT SOy IYS/IY _..u

9Y3 $303dsold $4931NI32 Jayr0 . *s1e06 uoijelleq/uoilels I o)

yiin saseys Isanbiuysal Sujiias so *24931NJ334 43430 4O} JUISUOD ejualed Jo s3didos oSSt Buiys:jdwooae puokaq syJon A])euolsesdo

BUINa IAIIUS JA0dWl 03 $JIIINIII - ~-suea3 3136 Aew 1no aum Adyl uaym suoyd Jiayy {sejonb/uoyssim jeuossad 333w 03 Buiyaon Ag

JaI0 3N sxdom A)jeuojseasg ¢ ssansue IyJomsaded (ItM $131INJ334 J3Yl0 SAJIY ©  SSIIALIIIH 4R Uo§1€338q/UCEIRIS 03 $IINGIJIUC)
FIUCWI0SJId AA1II9}43
: g0 ‘2’9
\u\\ \N a i 1r I, \\ r
(=T (o YA G —— (e (R 727

‘adey pas jedjuysa) 3npas Jo

U0}39nposd UOI3EIS ISEIIU} UED YOI *21q1ss0d J) way3 sd)ay SAEMIB pue $3131N31451p *3Jow SpaIu
$3203003 Junsode) S¢ YINS UOINWIONU} 1euoissajosd pue Jeuossad (SJ33INIIRg S0 A1jeuosaad ys/aY UIYM Yluow IxAU ueyy JIyred
soduys sAunie 18J93inJ33J J3Y)0 03 IN0qe pausaduod sAemie st Isuaigosd jeuossad ‘SIUWISLUS SPIU LOIILIS §) YIUoW JUIIIN2
3oeqpadj IJqen)eA sapjrosd s)iis SBY AYS/3Y UIYM UIAD J141dS weal YT sdduey Sutsnp dn uBys o3 $333dsosd Iesnodua 1)1n
Bugna AUl pue Bug))3s aaoJde| {unop 348 $4334N4334 43430 Uyl YeJids dnoub ‘a)dwexa 40§ IsIxoq uoissiw/seionb jevossad

03 S:10 AN SxJon AJIUais|su0) * Piing 03 SyJoM PUB J11TEISOYIUI SARM| B ° aaoqe $230nb UO)193IPG PUT LOJIIS $IIR)d °

UNWI0JI9d 9A}309)33 AjwaaIng
.
0l Jo ¢
*$J93 N33 Mau 03 sdy) 1nyd)ay Buipsaosd <233 *2)A38 ‘s))iys Jjayy BUiUIIIVOD $J33INIIVJ AmIY 4410 O3 XIeqpad}
SA13NIISUDI BUPAoSd I8513A3) JayB 1Y WOLS SIALIIILP PuB $SJIPo JJoddns 03 ug Sulylid fa3epadosdde Uy $U31NI930 Awly JaYIo JJoddns
O3 =3 Jo/pue $71{3S WO Bujsn Rcﬂl.oo PUB U0JIRIS 43 o A2)ALINPOID Y] ITWIXEE OF $J3IINJOIJ SO YI 4K $2}3)A}398 Bujieuypaoco)

23AVYSN GNV SYILINYIZA BINIO ONILNOLINS °H ’ o e




APPENDIX F

Final Arniy Recruiter Performance Rating Scales
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APPENDIX &

Recruiter Selection Rattery-Experimental! (RSB-X)




U.S. Army Research Institute
Recruiter Selection Battery-Experimental

(RSB-X)

cllat:

U.S. ARMY RESEARCH INSTITUTE

for the BEHAVIORAL and SOCIAL SCIENCES
S001 Eisenkowoer Avenye :

Alexaandria, Virgiale 22333




Privacy Act Statement

Puwlic Lew 93-573, called the Privacy Act of 1974, requires that yos be informed of the
purpose and uses to be made of the infonmation that is collected.

‘The Department of the Amy collect the information requested in the RSB-X under the
au:hosipaty of 10 United Stal:'::yCcde 137. @

Providing information in this guestionnaire is voluntary. Failure to respond to any par-
ticular question will not result in any penalty for the respondent.

The information collected in this survey will be used to improve upon present selection
procedures for U.S. Army Recruiters.

The information will be used for research and analysis Cg,n-goses only. The Army Research
Institute, under guidance of the Office of the Deputy Chief of Staff for Personnel, has
primary research and analysis responsibility.

GENERAL INSTRUCTIONS

The RSB-X is composed of three parts. A separate answer sheet must be used for each part.

Nurber your answer sheet 1, 2, and 3 to correspond with the agpropnate test section. Use

ge special code section (colum A) on side 1 of the answer sheet to reflect the answer
eet number.

'Ihgrelare no time limits to ary parts of the RSB~X. However, you are encouraged to work
quickly.

Before you begin Part I, be sure you have filled in all of the identifying information
uested on the first answer sheet. Be especially careful to enter your Social Security

: meg correctly. The answer sheets for Parts II and III must also have your Social

gmq Number entered on them; however, the other identifying information can be left

When you have completed filling in the answer sheet information sections, turn to the next
page, read the instructions for Part I, ard begin.




This section contains 100 statements concerning what a person does, thinks, or feels.

PART 1

Descriptive Statement List

Read

each statemert and decide if it is true or false for you and then mark your answer on the answer

sheet. Fill in circle A if the statement is true or applies to you.

act.
1.
2.
3.
4,
5.
6.
7.
8.
9.
10.
11.
12.
13
14,
15.
16,

17.

18,
19.
20.

21.

Use Answer Sheet Number 1,

1 enjoy hearing lectures on world affairs.

At a club or community meeting, I would
enjoy standing up to try to convince
to vote my way.

My ty is better than most other
people's. :

T would not enjoy being a politician.
The le I know who say the first thing
they think of are some of my most
interesting acquaintances.

1 liked school.

1 am apt to show off in some way if I get
the chance.

People seem naturally to tum to me vhen
decisions have to be made.

I must admit T ~ften neglect to put things

back where they belong.

I like to keep pecple guessing what I'm
going to do next.

I often prefer to 'play things by ear"
rvather tgan to planpahead. e

1 prefer not to "open up" too much, not
even to friends.

It is best not to overexert oneself in
performing a_task when other demanding
tasks may follow. )

Others think I am lively and witty.

I don't like to start a project until 1
knos exactly how to proceed.

T must admit that I have a bad temper
once 1 get angry.

1f I hold an opinion that is radically
different from that expressed by a lec—
turer, I am likely to tell him about it
either during or after the lecture.

My work is plarmed and organized it detail
before it is begun,

I like to have people talk about things I
have done.

If I have a problem T like to work it out
alone.

Sametimes I rather enjoy going against the
rules and doing thingsu{'g ¢

m not supposed to.

G-5

26.

27.

31.

32.

33'

41,
Az'

Fill in circle B if it does

My workspace is typically very neat.

T perform in public whenever 1 have the
opportunity.

I find it difficult to ask people for
money or other donations, even for a cause
in vhich I am interested. |

I like to stop and think things over
before 1 do them. .

As a child T used to be able to go to my
parents with my problens.

way of doing things is apt to be
:{wrﬁerstoodngy others. .

Even when I have done samething very well]
I usually demand that T do better next
time,

I hate to be interrupted when I am working
on samething.

1 think I would enjoy having authority
overt other people.

People consider me a rather freevheeling
and spontanecus persou.

I enjoy putting in long haurs.

I think T would like the work of a school
teacher.

T don't like to do amything umusual that
will call attention to myself.

I feel confortable in a somewhat
disorganized roam.

The members of fanily were always very
close to each other.

I must admit 1 am sometimes careless about
thgnﬁs in an effort to get them done
quickly. -

In a group, 1 usually take the
_res;;onsxbxf:.ty for getting people
introduced.

1 open‘uY to others only when I'm sure
they will accept me.

1 work hard even if I don't think it will
get me ahead.

I keep close track of where my money goes.

My parents have often disapproved of my
friends.

W s et A OV e IR Bl it e
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43.

5i.

52.
53.

55.
56.
57.

58.

59.

6l.
62.

63.

65.

66.

67.

68.
69.

+ think btfqm 1t

F

1 mast ’:a:hit 1 tey to see vhat others

a stand,

Life is o fun unless it is lived in a
carefree wuy.

1 often take it 1f to liven wp a
dull pacty. vpon ayse ®

People say that 1 am methodical (that I do
things 1n a systematic wanner).

I have had very peculiar and strange
experiences,

1f I were to be in a play, I would want to
play the leading role.

There have been a few times when I have
been very mean to another person.

When I work on a committee, I like to take
charge of things.

Society owes a lot wore to the businessman
ard the

.the manufacturer than it does to the
artist and the professor.

My work is always well organized.

I find it really hard to givg'?ona
project when it proves too difficult,

A person does mot need to worry about
other geople 1f only he looks after
himself.

I often crave excitement.
1 am not a terribly ambitious person.

T oust adait T often like to take 'center
stage" at a social event.

An ideal job would allow me to work on one
task a& a tume.

1 must admit T don't open up mich to
strangers.

1 try to get others to notice the way I
dress.

People say that I drive myself hard.
At times I have been wery amxious to get

away from my family.

When faced wj.th. a decision, I usually take
time to consider and weigh all aspects.

I don't have a forceful or dominating
personality,

1 refuse to play some games because I am
notgooda:ghgyn.

Sometimes people say I neglect imoortant
aspects of my life because I work so hard.

1 was one of the quietest children in my
group.

Most people feel that 1 act spontaniously.
Every citizen should take the time to find

out about national affairs, even if it
means giving up some personal pleasure,

80,
81,

&,
&.

85.
8.

87.

9l.
9.

9.

%.
9.

100.

In mst s the ¢ 1van 13 better off
than t}n“}{:h mP”

1 often do things on the spur of the noment,
[ oust admit I am a pretty fair talker.

Clever, sarcastic le make me feel ver
umanfértable. peop y

When 1 am going somevhere I usually find my
axact route by using a map.

[ certainly feel useless at times.

In my work I have learnad not tn demand
perfection of myself,

I have had more than my share of things to
worry about., d e

Y think I am usually a leader in my group.

If I am ot feeling well, I am somewhat
cross and grouchy,

L like to be in the spotlight.

I often start projects with only a v
idea of what tgre '?end result wili I:e.iIgue

l enjoy a good argument,
I could pull roots, leave
paren:s,P;t; g Ig'i. .

great regrets,

I push myself to my limits.

.

home, m
ends without gffer'u’g y

I'm not the type to be a political leader.

I don't think 1'm quite &s happy as others
seen to be,

I am rather at bliffing when I find
rmyself in di?g?gulty. e

T usually don't like to be a “follower."
Life usually hands me a pretty raw deal.

With a little effect, I can "wrap most
people around my little finger."

I tend to keep my problems to myself.

1 often like to do the first thing that
cames to my mind. :

I do not like to organize other people's
activities, _

1 am more of a “loner" than most people.
1 often monopolize a conversation.

1 often get disgusted with myself.
People consider me forceful .

I seek to avoid all trouble with other
people.

I like to listen to_symphony orchestra
concerts on the radio. _

If the pay was right, I wuld like to travel
with a circus ot carmval,

YOU HAVE (DMPLETED PART 1.

TURN THE PAGE AND BEGIN PART 11,
USE YOUR SFCOND ANSWER SHEET,




describe

ircle A on

1 your answer sheet,
about contradictions, snd do not gpend too ridy

PART IT
Mjective Qhecklist

. 1f you think that the
If it is not descriptive of you fill in circle 8, Do
tune on any one adjective. to be

yourself as you really are, not how you would like to be.

This section containg a list of 95 objectives. Pleasa read each one J_n'.ckly and decide if you
consider the adjective to be descriptive of you. jec
m. fill in ¢

wor'
frank

tive is descriptive of

r=-fill in

ciccle A if the adjective describes you, circle B if it does not. Use Answer Sheet Number 2.

1.

2.

kR

4,

3.

6.

7.

8,

9.
10,
il.
12,
13,
14.
15.
16,
172.
18.
19.
20.
21.
22.
23.
24.
25.
26,
27.
28.
29.
30.
al.
32.

adventurous
aggressive
Arxious
appreciative
srgument Ative
srrogant
bitchy

blunt
blustery
boast ful
bold

calm

careful
casual
cautious
changeable
complaining
conscientious
conservative
considerate
contented
cooperat ive
daring
deliberate
demanding
dependable
determined
disorderly
egotistical
enthusiastic
excitable

forgiving

3.

frank

gentle

good -natured
happy

hasty
headstrong
high-strung
hostile
humrous
independent
individualistic
intuitive
involved

land

light -hearted
likable

loud
methodical
modest

Taoody

nervous
opinionated
outgoing

aut spoken
painstaking
patient
peaceable
perfectionistic
persevering
pleasure-seeking
praising
precise

65. progressive
66. quiet

67. rational

68. reckless
69. relaed

70. reliable

71. religious
72, veserved

73. restless

7. sarcastic
75. self-centered
76. self-denying
77. short -tempered
78, show-off

9. shrewd

80. stable

81, steady

82, strong

83. subjective
8. tactful

85. talkative
86. tense

87. tolerant

83. thorough
89. touchy

90. trusting

91. unassuming
92. uninhibited
93. warm

9. wolesome

95. zay

.

THIS QOMPLETES SECTION A.
@ N TO SECTION B ON
THE NEXT PAGE
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Most Descriptive Adjective List
The purpose of this list is to obtain & picture of the traits believe sess and to see
how you describe yourself, There are mo :ﬂt Or wrug answers, soy:;ly to descz‘i.’;epyggrsglf as
acvcruately and honestly as can. For each pair of words decide which is MOST descriptive of you.
On your answar sheet mark either A, or B, to indicate the adjective you havehosen as most
descriptive of you. - :
96. A. successful 111. A. matuyre 126, A. inventive
B. happy B. active B. opportunistic
97. A. unselfish 112. A. 1loyal 127. A. reliable
B. aggressive B. confident B. organized
98. A. wnirhibited = 113. A curious 128. A. clever .
B. mechanically inclined B. sympathetic B. interests wide
99. A, permissive 114. A. conventional 129. A. emtional
B. outspoken B. sentimental B. self-denying
100. A. affectionate 115. A. cooperative 130. A. thrifty
B. opportumistic B. 1nitiative B, thorough
10l. A. spontaneous 116. A. pleasant 13l. A aurious®
B. soft-hearted B. ambitious B. polished
102, A. orderly 117. A. musical 132. A. sentivental
B. jolly B. stem B. conventional
103. A. imaginative 118. A. contented 133. A attractive
B. persuasive B. excitable B. artistic
104, A. talkative 119. A. fair-minded 134, A silent
B. informal B. leisurely B. spunky
105. A. relaxed 120. A. progressive 135, A, tactful
B. sociable B. =natured B. appreciative
106. A. wordy 121. A, handy 136, A. trusting
B. painstaking B. competitive B. praising
107, A. methodical 122. A. scientific 137. A, alert
B. conforming B. sharp-witted B. land
108, A. thorough 123. A. mechanically inclined 138. AL le
B. practical B. directive B. athletic
109. A. changeable 124. A. generous 139. A. responsible
B. unexcitable B. g‘l‘:zlvem:ux-ous B. creative
110. A. planful 125, A. reflective 140. A. attentive
B. 1ndependent B. pleasure-seeking B, determined
'D{EMS OMPLETES PART IL, TURN

PAGE, A CONTINUE TAKING
THE RSB-X BY QRMPLETING
PART III, THE BACKGROUND QUESTIOMAIRE,
USE YOUR THIRD ANSWER SHEET.




PART 1II
Background Questionnaire

The Background Questionnaire contains 136 questions concerning things

that:_gou may have done in the past. Read each question and all of its

possible answers carefully, then select the one answer that is most

appropriate for you. Blacken the matching circle on your last answer
eet. You should work quickly, but be as accurate as you can.

Turn to the next page and begin. Use Answer Sheet Number 3.




1.,

2.

3.

4.

5.

7.

Dackground uestionnaire

‘How old are you now?

a. 0or
b. 2} to 25.

C.
d. 31 to 35.
e. 36 or older.

How many years have you been in the
wilitary service?

8 1-30
c: 7-9:

d. 10-12.

e. 13 or more.

What is your pay grade?
a. E-4 or less.

bo E‘S-

c. E-6.

d. B-7. .

e. E-8 or higher.

Do you expect to make the military service
your career?

a. Definitely yes.
b. Probably yes.
¢. Urdecided.

d. Probably not.
e. :.ofinitely not.

H*1 you ever received an official letter of
5, nciation in the performance of your

'~ tary or professional duties?

a. "o,
b. es, one,
¢. Yes, two or more.

Have y-- ever received a letter of commenda-
tion?

a. ..
b. Yes, one,
c. Yes, two or more.

Have you ever been given a formal counseli.n§
statement and/or received a formal letter o
reprimand?

a. No.
bo Yes’ once. R
c. Yes, two or more times.

Have you ever received punishment under
uads?

a. No. .

b. Yes, once.

c. Yes, twice. .

d. Yes, three or more times,

9.

10.

11.

13.

4.

15.

Prior to military service, in how many
different cities or toms had you lived?

s 1.
c.
d.
e. 10

What was the highest school grade that you
corpleted?

a. Never went beyond elementary school.
b. Same high school,

¢. Graduated fram high scheol.

d. Same college.

e. Graduated from college.

How often did you disagree with your parents
concerning things in general?

a. We never disagreed.

b. We rarely disagreed.

¢. We disagreed occasionally, but not often.
d. Ve dxsaireed often.

e. We hardly ever agreed.

How were you ususlly punished as a child?

0. Punighed physicall{. )
b. Reprimanded verbally, or deprived of
sanething.
c. Told how you should have acted.
d. Warmed not to do it again, but seldom
rished,
e. t to bed.

What is your present marital status?

a. Single. .

b. Marmed, wo children. |

¢. Married, one or more children.
d. Widowed.

e. Separated or divorced.

How old were you when you got married?

a. Not married.

b. Less than 18 years old.
c. 18 to 20 years old.

d. 21 to 25 years old.

e. Over 25 years old.

How many times have you been married?

a. None,

b. Once.

¢, Twice. |

d. Three times.

e, Four or more times.




16. Which best describes how your spouse feels

t your present living quarters?
8. Would like different size living

3:!‘&1'3. . . .

b. 1d like help with care of the living
varters., ..

Ce tisfied with present living quarters.

d. Would like to move to another
neighborhood or comunity. |

e. Sarething else, or ot married.

17. How h?ra.xld you characterize your presemt

home

a. Extremely happy.

b. More happy than most.

c. About average.

d. A little less happy than the average.
e¢. Something else, or does not apply.

18, How many persons, not including yourself

are dependent upon you for all or most o
their support?

a. Noue.

c. z.or 3.

d. 4 or 5.

e. More than 5.

19. In vhich of the following groups of social

organizations have you participated most
frequently in recent years?

a. Athletic ard recreation clubs—bowling,
§olf , temis, chess, bridge, photography.

b. Fratermal and cultural societies—Elks,
Masons, K of C, I00F, YMCA/YWCA, college
fratermnity or sorority, dramatics,
debating, bible class, etc. | )

¢. Civic and political organizations—Lions,
Rotary, Kiwanis, Chanber of Comerce,
Yaung ﬁ?:.\bhcans, American Legion,
Parent/Teachers Association, etc,

d. Business organgtwnrtrar}e union,
sales club, American Management Assoc.,
Bzr:gfessyuul societies, granges, etc.

g. Nmer kinds of organizations.

. e

20. How many evenings a week do you usually go

aut for fun?

a. Less than one.
b. One.
¢c. Two.
d. Three.
e. Four or more.

2]1. What is your attitude toward social

gAtheringe?

&. You enjoy them thoroughly.

b. You en'}oy them if they are not too
frequent. . .

c. You are samevhat indifferent to then.

d. You believe they are a waste of time,
but you go occasxonall{

e. You avoid them as comp

étely as possible.
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2.

24,

26.

27,

Do you prefer to talk to or visit with:

4. One close friemd, .

b. One or two casual acquaintances,
c. A smll group.

d. A large audience, ) .

€. Manbers of your immediate family.

What has been your experience with people?

a. ‘There is a lot of good in all people.

b. There is sone good in most people.

C. lt’eo le are about as good as they have
o be,

d. A surprising rumber of people are mean
and gfdxon%c.

e. Most people are just no good.

In vhich of the following groups of social
orﬁgmzauon_s have you most frequently held
office (president, secretary, chairman of
camittee, etc.)?

a. At.?}etic ard rgrutig@é clubmrboulgzg,
» termus, chess, bridge, photography.

b. F:atemal and cultural societies—Elks,

Masons, K of C, IQOF, YMCA/YWCA, college
fratermity or sorority, dramatics,
debating, bible class, etc. .

¢. Civic and political organizations—Lions,
Rotary, Kiwanis, Chamber of Cammerce,
Young Republicans, American Legion,
Parent/Teachers Association, etc,

d. Business orgamunons—tra&e uruon, sales
club, American Management Association,

Srofessgonal societies, granges, etc.

¢ Nther kinds of organizations.

« None.

During your youth when teams werz being
chosen for games, were you usually picked:

a. Near the first.

b. Arourd the middle.

¢. Near the erd. .

d. Was usually one of those doing the
choosmf. .

e. Very seldam had time to play games.

Hos do you usually behave in a group session
with your peers?

a. BExpress your views ard often sway the
oup. . :

b. ress your views but often don't sway
the group.

c. Reluctant to achess your views, but they
are usually well received.

d. Reluctant to express your views ard unsure
of their reception,

e. Don't usually participate.

Given the choice, would you prefer to:

a. Persuade others.
b. Order others.




. 28'.":hich.me of the folloving has helped you 35. When you take a vacation, “hich do you

®Ost in getting along with people? prefer? . A

28. Which one of the follcwinﬁ has helped you 35. When you take a vacation, which do you
most in getting along with people? prefer? . .
a. Folloving good humn relations principles. a. Like to plan it down to the last detail.
b. Standing up for your rights. P P b. Like tg xnke general plans, but let
¢. Giving others a lot of attention. details take care of themselves.
d. Not changing your views if you think you ¢. Like to take spontanecus trips.

are right, despite pressure. d. Never take a vacation, or just work or
e. Recognizing when it is necessary to loaf around home.
change your mind.

36. When you go on a vacation trip in your o

29, Decision making as a major part of a job: car do you ternd to:

a. Is your 'meat." . a. Make no unnecessary stops until you get

b. You can take it or leave it. where you are goirg.

¢. You like to narrow things down to two or b. Stop at plam ‘goml:s along the vay.
three altermatives, but prefer someone ¢. Detour or stop whenever sanething
else to take it from there. interests you.

d. Definitely not for you. d. Scmetimes f“ sidetracked and don't get

to original destination.

) . e. Never mske trips of this sort.
0. Camparing yourself to others you work with,
how do your decisions seem to stack up on
quality 37. When you have been avay from hane on a
. .. vacation do you usually:
a. In most instances, ry decisions are better.

b. About the saue as decisions of uthers. a. Start back as late as posﬁible.
¢. Inmost instances, my decisions are poorer. b. Start back as Y}annd. .
d. Rarely make decisions. C. g‘nr: back earlier than you actually
ve to.
. . . d. Arrive back later than you were
31. Viewing yourself as objectively as possible, supposed to.
would you describe yourself as:
8. Aggressive. . . 38. When you are reading and come across s word
b. Occasionally aggressive but typically not. you don't know, what do you usually do?

¢. Passive. . .
a. Kee, right on reading. L.
b. Immediately look it up 1in the dictionary.
32. When you have a chance, how do you lead ¢. Sanetimes look it up depending on the
people? context it is used in.
d. Make a mental note to look the word up
a. By driving thenm. at a later date.
b. By shawing them.

c. By kidding theu into going along. .
d. Be setting an example. 9. When saneone fails to pay yw back roney
e. Some other way. they borrowed do you:
L. a. Alvays ask them for it.
33. which of the following is the most difficult b. Usually ask then for it.
for you to do? ¢. Seldam ask ther for it.
d. Never ask them for it. -
a. Write reports. e. None of the above.
b. Sell ideas to the boss.
¢. Reprimand soroeone. .
d. Speak before a large group. . 40. Under usual conditiong how often do you
e. Sell others on the importance of getting attend religious services? -
a job done.
a&. Every week. . 1
b. At least three times a month. {
34. Concerning your present and future c. Once or twice a month. )
activities do you: d. On special occasions only, ‘

e. Do not attend religicus services.
:. mﬁake grg{ijse, deniletll plans.
. T eneral plans. . . .
. Maxe few pfags, "letpnature take its 41, Which do you enjoy most?

course." .
a. A good "bull" session.
b. Working or studying hard.
¢. Llistering to music or reading for
pleasure.
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42,

47,

Abaut how often do sped an_eveni t
how sitting around and resding? S ¢

8e Phncttully never,
c. o«:--!&nny.
d. Frequently.

Which of the following is wost important
o you? e

g. Professional status or authority.

c. M{' and frievds,
d. Rel one.
@+ Recreation.

Which one of the followi s of radi
or TV programs do you li'l: g‘e’.bost? o

8. Ress or sporcs events.

b. Operas, symphonies or concerts.

c. Conedy or variety .

d. Plays or dramtic senties.

«. Practically never listen to radio or V.

Which of the folloving activities gave
the greatest plnmr:g vhile in hi# schz:l‘?

a. Participation in or attending organized
high school sports events.

b. Social interaction with other students—
dancing, dating, etc.

c. Participation in organized school
activities including plays, band, and
student govervment.

d. Achieving acadenic success ard
recognition.,

e. None of these.

Which of the folloving did you most enjoy
participating lan during your school years?

&+ Athletic tesms. . .
b. Social groups—fraternity or sorority.
c. School clad or grou ating tesu,

mtiul science club, bard, etec.

d. r roll. . .

e. Never had an opportunity to be a mawber
of these groups while in school.

How do you campare with your friends in
a:hletiz ability? y

8. You are very much better than most,

b. You are a little better than average.
c. You are about average.

d. You are a little poorer than most.

e. Your friends are very much better than

you.
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48.

When a man reaches age 65, should he:

a. Retire and enjoy life.

b. Contirue vork.gg. stay active,

c. Contime working only if he can't afford

to retire,
d. Retire only in ill health.

49. With regard to taking risks, which best

describes you?

a. Hardly ever take a risk.
b. Sometimes take a risk.
¢. Ganerally take a risk.
d. I1'ma gambler at heart.

50. Which of the following do you look forward

5\. Which of the following

33.

to most in your leisure time?
8. A chance to rest and relax.

b. A chance to putter arourd.
Cs A chance to be with other people.
d. A charnce to get cutdoors or be active.

€. A chance tu be alone with my thoughts.

Jof ing coues closest to
describing your political view?:

a. A radical.

b. A liberal.

€. A conservative.

d. A mddle-oi-the-roader.

In the past, how have you reacted to
campetition?

a. Have done my best in competitive
situations, .

b. Have been unaffected by it.

¢. Have done all right, but haven't liked it.

d. Unfavorably.

e. In sooe other vay.

Which one of the follosing factors do you

believe to be the most irportant in deter-
mning whether a person in your profession
will be successful or not?

a. General intelligence,

b. Interest,

¢. Personality.

d. ?bx{u:y to urderstand how other people
eel. .

e. Sovething else. ~

How many cigarettes do you usually smoke
each day? & y y

a. None.

b. Half a Er.ck.

c. One pack,

d. Over a pack.




.

.

35, How often do you drink .bnr. vine or liquor?
a. Rever.
b

o Geedly

d. Wmehly.

When you have a cold, headache, or other
uinor illness, vhich do you most often do?

b. Stay on the job, but rake it
L ] ' L )
Ce ﬁ“it. ! d

S7. Up to the age of 21 years, how often did

you suffer minor illnesses?
8. More often than the a .
b. About as often as :hemg!.;::‘m.

c. Less often than the ave rson.
d. Never. e pe

In recent years, has your health been:

a. Excellent.

c. Fair.

d. Poor.

e. Sometimes good ard sanetimes poor.

How many heurs of physical exercise did
aveng:yduring thoﬁgst two or three'm)é?sl?
a.
b 1
c. 3
d. 5
e. T

2 hours.
v & hours.

6 haurs.
more hours.

To vhat extent do you read daily newspapers?

b.
C.

d.

Read one or wmore newspapers thoroughly
each day.

Read parts of a per each day.
Read grts of more than one newspaper
each day.

Read a newspaper two or three times per
Alrmost never read a newspaper.

61. What do you feel has been your major

accarplishment cutside of work?

"a. Family activities,

b. Community activities.

¢. Development of yourself, L

d. Devel nt of your social activities.
e.

Something else.
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6.

67.

How old were you vhen you went on your
firse date?

a. 10 to i} years old.
b. 14 to 13 years cid.
¢. 16 to 17 years old.
d. 18 or older.

At vhat age Jid you start drinking?

a. 12 or younger.
b. 13 to 16.

¢. 17 to 2l.

d. 22 or over.
e. Never derank.

At vhat age did you begin to stoke?

a. 12 or ywunger.
b. 13 to 18.

¢. 17 to 21,

d. 22 or over.
e. Never n*dn

When working on a.rrpject. do you do it
over and gver until it really expresses
what you mean?

a. Often,

b. Occasionally.
€. Scuetimes.
d. Rarely.

When you were ill a3 a child, vhat action
did ycur family generally take?

Called a physician,

lied home ravedies.
"Let nature take its course.'
None of the above.

a.
b.
C.
d.

At vhat stage in your life has your
physical health been best?

a. Pre-school period.
b. Grade school periad.
¢. High school period.

d. College pericd. -
e. Adule life.

What have you done—or would you do—if a
fellcw worker had personal habits which

you disliked?

" a. Be friendly and hope he would improve.

b. Ask him directly to stop, if he were
annoying me.

. Trg.to help him_to improve his bad
habits by pointing them aut to him.

d. Ignore him and his habits as much as

ssible.
e. ﬂgne of the above.
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. fov often do find that your first 75. How often were you alloved to use the family

ression of a person is right one? car?
a. Alvays. a. Had my om, didn't need to use the family
« Often, car.
¢. Occasionally. b. As often as 1 asked.
d. farely. c. As often as 1 asked and wy parents were
€. Never, not using it.

d. Seldam, or only on special occasions.
. . e¢. Parents did not om a car.
70. When the "odds" are mrs\mg against you
(in something imporrant) do you: .
76, How did your parents feel about the marks

] a. Concede the point or situation. you made in school?
b. Persist more than most people would,
¢. Stick to your guns come what may. &. Were very pleased.
d. Sometimes concede, Souetimes persist, b. Were satisfied but thought 1 should do
deperding on the situation. better. .
e. Samthing else. €. Dxdb:o: care about marks as long as I did
$C.
. . d. g!d not care about marks as long as I
71. Where did most of your spending money cane ggsed. . .
m tlhi\nm the years you were in high e, id very little attention to my wmarks.
a. Allowance from family. 71, With respect to his work did your father
b. My own earnings. . usually: )
¢. Partly allovance, partly earnings. . .
d. Other sources. a. Ask for suggestions at have concerring
¢. Had no spending money. his problems? .
b. Talk about his problems but did not ask
. . for suggestions.
72. Roe muxch reserve—savings, government bonds, ¢. Did not discuss his problems at hame.
etc.—do you feel a person needs for d. Ca-x?lamed ard worried about his problens
anergencies? at home.

e. None of these.

!
m
! a.
l

Less than $100.
o 3% i B 7. For h did you bel th
c. 3 to . . For how mary years did you be to you
« 951,000 to $4,999. roup—such as Boy/Girl Scauts, % ire
e. $5,000 or over. grls. ete?
a. 1 year or less.
73. Would you describe your father as: b. 2 or J years.
¢. 4 or 5 years.
a. A "pal" vho wvas more like an older d. 6 years or more.
cugpanion than a parent. e. Did not belong to a youth group of this
b. A formal sort of person. type.
€. A donineering person who gave me close
attention & rvision. . .
d. A person with other interests that seemed 79. When you nnde_a_vronﬁ_choxce regarding a
to detract from attention to the famly. difficult decision, did you:

e. None of the above. .
a, Forget it because there was nothing 1
could do about it.

74. Hos did your parents feel on the subject b. Try to forget it but it kept popping up
of your career? in mp mind. .
. ¢. Condemn myself for making such a mistake.
a. Had very strong feelings and outlined d. Feel 1 made the best rhoice I could at
vhat they wanted me to do. . the time.
b. Were interested and helped me autline e. Samething else.

what I wanted to do.
€. Were interested, but did not understand

vhat 1 wanted to do._ 80. Did you work while in high school?
d. Shovsed little or no interest. .
e. Actively opposed what 1 wanted to do. a, Yes, eamned sYendgng money .
b. Yes, earmned clothing money.

¢. Yes, earned board.
d. Yes, earmned room,
e. No.
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8.

82.

&3.

Which one of the .folloairs techniques of
disciplining a child would you use most
frequently?

8+ Denying the child same material pleasure.
b. Encouraging the child by pointing out
vior,
¢. Lsaving decisions up to the child after
discussion. . .
d. ‘l‘qtm‘ to reason with the child, .
e. BAnmi uis or spanking the child, letting

the child knows vhy he/she is being
panished.

What did you usually do duri our hi
school dags vhen you found v&kyhnd tg‘

understard?

8. Asked parents or teachers for help.

b. Asked classmtes for help.

c. Paid closer attention in class.

d. Ditll gtn reading or work until problem
solvad,

e. Other, or never had trouble understanding.

Which do you feel has been your most
outstanding positive experience in your
school life?

a. Popularity with classmates.
b. Fopularity with teachers.
c. Close friendships.

d. Achievement in sports.

e. Achievement in school.

84. When you were in_fu‘.gh school , how much

85.

part-time work did you do per week?

a. None.

b. Less than 5 hours.
c. 5 to 10 haurs.

d. 10 to 20 hours.

e. More than 20 hours.

What was your standing in your high school
class?

a. Upper 10 percent.

b. Upper 25 percent.
c. Agg:e avept:ge (upper 50 percent).
d. Average.

e. Belos average (lover 50 percent).

How do you want people to feel about you?

8. Feel I am capable. .

b. Feel I am tough but fair.

¢. Feel T au a "nice gu{." . ]

d. Feel I am exceptionally intelligent.
e. None of these.
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87. How have you reacted to the opportunities
that have been presented to you?

a.
b,
c
d.

1 have taken advantage of every
rtunity. .
1 have generally tried to take advantage

of a rtunity.
Imamnadwc:y\ugeof same and not of
others.

T have not had too many op
but have taken advantage o
have had.

I have failed to take advantage of ary
opportunities presented.

rtunities
the ones f

88. Which of the following are you most likely
to do when angry? '

a.
c.
d.
e

Storm around for avhile letting off stesn.
Try not to show that 1 am angry at all.
Never let my tamper get the best of me.
Talk it over with saneone. ' .
Try to keep away from everybody tor avhile.

89. When you have a restless or sleepless night,
vhat {s the usual reason? eep &

a.
b.
Ce
d.
L )

Fauily or personal probleus.

Work problems.

ot faejing well pysicall
t feeling we sically.

Scme othe‘t\'grnsa\. Y

90. Which one of the_f‘olloring do you think is
closest to describing you!?

9l.

92.

a.
b.
c.

dl
e.

Difficult to really get to know.
Have scme really clese friends ard a
number of acquaintances.
Friendly and easy going, have a lot of
Very Joily, the "life of th "

ery jo e "life of the par o,
Firri?' {t aycirs:ely difficult tgad:yscri e
myself.

In the course of a week, which of the )
folloving gives you the greatest satisfaction?

c.
d.
el

Being told you have done a good job.
Helping people solve their probleus,
Being with your family and close friends.
Having free time to use as you please,
None of these, .

Which one of these characteristics bothers
you most in people you meet?

a.
.
Ce.
.

Bragging.

Shyness. = |

lack of initiative.
Being very competitive,
Lack of imagination,




93‘.'

9.

95.

96.

97.

98.

Would you like to live over any parts of
your czildhood?

Would enjoy living over again the time
when I used to date. ,

Would like to live over again the time
before 1 started going to school.

Waulc like to live over again the time
when I was in school. ..

Childhood was fine, but living it over
again doesn't interest me.

Dislike thinking much about my childhood.

a.
b.
c.
d.

When you need to solve a touzh work problem,
which of the following would you be most
likely to do?

Sit dom and figure it out myself,
Talk it over with my spouse or frierds.
Talk it over with my co-workers.

Talk it over with my boss or other
superiors. ] ) .
Let it ride for awhile, then tackle it
with a fresh eye.

a.
b.
c.
d.

e.

Which one of the following qualifications
was most important to the success of the
best supervisor you have ever knmwn?

a.
b.

c.
dl

Ability to deal effectively with pec
Ab111..3 to keep the pressure on unti
the i 1s done. .

Knowledge of the technical aspects of
admmstration. ) )

Ability to size up a situation and act

rdingly.
%:ggniéﬁ {nowledge.

Wauld your choice of an ideal job be one
which:

le,

b.
c.

d.

Alloved a great amount of interaction
with other, le. .

Would require working with a small group.
Would allow you to work closely with one
other person.

Would allow you to work by yourself.

Hew fast do you usually work?

Much faster than most pecple.

b. Somewhat faster than most people.

€. At about the same pace as most pecople.
d. Souawhat clower than most le.

e. Much slover than most pecple.

I

'x:lsing the people you work with, which
tr .

0 you disapprove of most?

Laziness or indifference.
Lack of imagination.
“Apple polishing.'
Sloppiness in work.
Scamething else.

a.
b.
Ce
d.
e,

9.

100.

101.

102.

103.

104.

Which of these do you dislike most in a job?
Confusion.
Inefficiency.

Personal bad teeling.
Lack of a chance to progress.

[ O
b.
C,
.

Which one of the following have you liked
most in any job you have held?

a. Work hours that are regular,

b. Always tte same kind I work.

c. Safe worki.g conditions.

d. Working in one set place.

e. Not more than one boss tc please.

Which one of the following do you feel has
been the most important for your success?

a. Ability to get along with co-workers.

b. Ability to get along with supervisors.

c. Ability to organize details of work.

d. Skills and experience. )

e. Ability to meet and deal with many people.

When you were small and adult visitors came
to your house, you usually:

a. ‘élere coached in advance on what you should
o.

b. Were not permitted to be in the roam wirh
the guest. . .

¢. Were permitted to be in the rom if yau
remained quiet. . .

d. Were permitted to participste in the
conversation,

e. Did sauething else.

During vour teens, when your family was

together for an evening, you would usually:

a. Talk over subjects of general interest.

b. Talk about the personal problems you had
throughout the day.

c. Play games together. |

d. Watch television or listen to the radio.

e. Concern yourselves with your awn

activities.

To what degree do you feel that your present
job makes use of your abilities and
capacities?

Really feel pushed mogt cff the iaun:&
Keegs me on toes, feel stimulated and
challenged. i !

Can handle the work with ease.

Sanetimes wish the job was more difficult
and challenging.

a-
b.

c.
dl




105.

l%.

107,

108.

109.

110.

How do you fzel about the routine
paperwrk on the job?

a. Tt is excessive.
b. There is quite a lot, but you can pit

:.r\g with it, .
¢. There 1s a lot, and something should
be done to veduce it, L.

d. Ther2 is a lot, but mst of it is
really necessary.
e. You rather enjoy it.

Which one of the following fields of work
offers the most upportunity for a young
person today?

2. Sales, Co.
b. A profession such as law, medicine,
science,

¢. Acraft or skilled trade such as
p r, carpenter, or electrician,
d. A technical trade such as alectronics
or computers. .
e. 'The mlitary service,

When Ym are late for an engagement, wou
usually:

4. At as though you are not late.

b. Give an explanation only if you are
asked for one. .

c. Make a brief apulogy, ..

d. FExplain in some deca:l to justify your
lateness. _

e. [ am practically never late for
engagements,

Of the following, it is most difficult to

openly agree with a subordinate who has:

a. Broken a rule, .

b. Gone beyond his asthority.

c. gquplamed about an 1njustice done to
m.

d. COhanged a method without consulting

m.
e. 1 probably would never agree with a
subordinate who did any of the above.

Yhere would Ym.belong in a list of 100
(tlyp;:alvpeop e 1n the kind of job you can
O best!

a. In the top S%. | )

b. En ti;;)upper third (but ot in the
C. Irolpthe. middle third.

d. In the lowest third.

thich do you feel was the most important
in fc_:nmn% {our coavictions about the
meaning of life and how to live?

a. My parents. .

b. Discussions with close friends.
c. Religilous training,

d. My own observations and thoughts.
e. Another source.
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lt.

112,

113.

114.

115.

116,

117,

Generally, in your work assigmments wuld you

prefer:

a, To work on ome thing at a time,

b. To work on a cogple things at a time.

c. To have many things "on the fire"
sumltanenusly.

then you were a child, did you feel that
you racelved alequate recognition from
your teachers for your work in school?

b Doty bt not aluays

« Usua t not .
¢ Ina vggc’lerate amount .

d. Sometimes, but not often.
e, Almost never.

About the best indication of man's worth is
how well he does his job.

a. Tefinitely.

h. Probably agree.

c. Mot sure. |

d. Probably disagree.
e, Definitely disagree.

o make a list of things to do when
lmmy.?;w will have a busy day? you

a. Yes, alwavs.

b, Yes, usually,

¢. Yes, sometimes,

d. Yes, but only rarely,
e. MNo, never.

How well have felt were able to
understand r.hey?ejelin,g g?ochers?

a. Very well.

b. Pretty well,
¢. Fairly well.
d. Mot very well.

1 notice little things about a parson or
situation that others overlook.

a. This happens to me almost all the time.

b. This often happens to me. .

c. Thic has happened to me several times,
but 1 wouldn't say this is generally
true of me, ~

d. This very szldam happens to ne.

e. This never happens to we.

What is your spouse's job status?

a, Spouse nut employed. |
b. Spouse employed E.rt-t;me.
c. Spouse employed full-time.
d. 1 am not married,
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119.

120.

121.

122,

Same people easily became involved in a
task whi Ee.others seldam really ''dig into"
a task or job. How involved do you
usually become in a task or job?

a. I often have trouble sticking with it;
other things almost always seem to
come up to distract my attention.

b. I sametimes become involved in a task
or job that interests me greatly, but
most of the time 1 quickly lose
interest. e .

c. 1 often become heavily involved in a
tt:ask or job provided it's of interest

o me,

d. T almost always became'engrossed in

tasks or jobs.

How do you feel about the amount of time
you normallv liave to perform your job?

c. Have time for everything without
feeling pushed. | .

b. Wish you had a little more time to
lan and to think. )

¢. Necessary to keep pushing to get
everything done. .

d. Very hard to do vhat is expected of
ou in the time available. |

e. Never seem to have enaugh time to do
everything.

In getting shead in the Service the most
important thing 1s to:

a. Avoid being blamed for mistakes.
b. Get along well with supervisors.
c. Do high quality work.

d. Gain seniority

e. Samething else.

Working with others on the job:

a. Makes the work more pleasant.

b. Increases temsions. |

c. Interferes with getting the work done.
d. Helps by providing new ideas and
E;\enng support.

e. s not make much difference.

On any job you have had, problems that
ou have run into have scmetimes cace
rom:

a. Blowing your top when under pressure.

b. Pushing your ideas too fast. .

¢. Reprimanding others too much for minor
errors. |

d. Not following through on your work.

e. Relying too much on others to do
details.

123.

124,

125.

126.

127.

128.

When you were in school, you felt that the
best way to get good marks in your subjects
was to:

a. Keep your hamework up to date and of
high quality.

b. Cram before exams. L.

c. Ask for and complete additioral
assigrments. .

d. Take a very active part in class
discussions.

e. Do samething else.

The amount of recognition which you receive
for your accomplishments 1s:

a. None at all. ..

b. Occasional recognition but not often.
c. About as much as anyone else.

d. As much as is deserved.

e. Sometimes more than is deserved.

When you have a free afternoon or evening
to spend alone, you are most likely to:

a. Attend a movie.

b. Watch television.

¢. Llisten to music.

d. Read, or work on a hobby.

. e. Do samething else.

Have you ever requested MOS
reclassification?

a. Yes
b. No

Why did you requast MOS reclassification?

a. I didn't, )

b. 1 wished to broaden my experience.
c. 1 wanted to gain specific training.
d. I needed a change of pace.

e, 1 preferred another type of work.
f. I was bored in my old job.

g. I disliked my work.

Have you ever requested duty as a recruiter?

a. Yes,
b. No. )
c. No, but I would be interested in it.

Have you ever requested duty as a Drill
Sergeant?

a. Yes.
b. No. .
c. No, but T would be interested in it.

R |




130, Have {gu ever requested to be on a
Battalion or higher staff?

a. Yes,

0.
c. No, but 1 would be interested in it.

13.. Have you ever requested duty as an
lastructor or tridiner?

a. Yes,
¢. No, but T would be interested in it.

. Fron_the next five items (items 132-135)
decide which would be your most preferred duty
and fill in a circle A on your angwer sheet
nest to that iten mumber. Then fill in circle
B next to the item number of your second
choice., Continue in this way until you have
filled in circle C for your third choice,
and finally circle D for your ieast preferred

132, Drill Sergeant.
133, Battalion or higher staff.
134, Instructor or trainer.

135. Recruiter.

136. When thinking of your next duty station
which is more important-——the location or
the type of duty?

a. gpe of duty is a lot more important
a

n location, ]
b. Type of duty is a little more
umportant .. .
¢. Type of duty and location are equally
important,

d. Location is a little more important
than type of duty. ]
e. Location is a lot more important.

137. How do you feel about your selection as a
recruiter candidate?
a. er

f b. I'm open minded and optimistic.

c. I'm gn minded but ggncemed.

d. I'm concerned. )

e. I'mreluctant to be a recruiter. |

f. I'm opposed to the idea.
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